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ABSTRACT
Mature and skilled managers and knowledgeworkers are expected to become an important 
and sought after source of labour in the next decades due to a projected skills shortage and 
a persistent decline and ageing of the workforce within the majority of OECD countries. 
However, there is limited evidence that companies are preparing for these shifts and viewing 
their offerings in relation to the needs of an ageing and shrinking workforce. Also there is a 
scarcity of related studies and a call for exploratory research and theory building to 
investigate what factors at a company level could contribute to or hinder performance, 
innovation, and continued participation of increasingly ageing cohorts of professionals.
This thesis is about uncovering factors which leaders and knowledgeworkers at senior 
management levels in a global corporation perceive as relevant to foster their sustained 
ability and will to perform and innovate as they age -  and ultimately extend their productive 
years in the workforce. To capture their reflections and foresights, individual collaging and 
focus group discussions were applied as participatory research methods. The subsequent 
inductive analysis was based on the insights of three annual cohorts (median ages between 
42.6 - 44.6) encompassing a total of 92 senior management level employees representing 
both genders, various cultures, and diverse professional backgrounds.
The study surfaces 12 dimensions with perceived impeding and/or conducive relevance for 
the respondents’ work related attitudes and behaviours in light of ageing. Eight of them are 
influençable by human resource policies and practices. The predominant factors which cut 
across all sample units include ‘offering a variety of flexible work arrangements’ and ‘paying 
attention to work-life balance; attaining a clear division between work and time off’. Further 
ones comprise ‘paying attention to inclusion, fair treatment and making use of (age-) 
diversity’, ‘ensuring opportunities for continued development and personal growth’, ‘starting 
to focus on health and well-being’, ‘continuing with the company’s Lead & Lean culture of 
working together’, ‘continuing with participatory leadership and work practices’, as well as 
‘providing opportunities for mentoring and coaching’. The remaining four dimensions are 
linked to the company’s overall ethical values and conduct, strategic long-termness, 
organizational and structural (inefficiencies, and the company remaining privately held.
The outcomes include dimensions which have been associated in other studies with work 
related attitudes and behaviours of the ageing. However, some of the features can be 
considered as distinct or even new ones. The dimensions and some of their facets serve as 
a tentative conceptual framework with options to consider in search of ways to foster the 
continued work contributions of the corporation’s ageing cohorts of leaders.
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1. INTRODUCTION
The phenomenon of declining and increasingly ageing populations in several industrial 
nations is expected to have a fundamental impact at all levels of society. Questions around 
likely economic, societal, labourmarket and human resource management consequences are 
drawing notable attention.
As far as the world of work is concerned, projections provide clear evidence for a continuing 
stagnation of the workforce growth and a rising of its average age. This trend is consistent 
with the changes in the overall population structures. Throughout the next few decades 
national labour markets in most OECD countries will be characterized by a sharp increase in 
the supply of older workers relative to the supply of younger ones. And the group of ‘older 
workers’ already constitutes the fastest growing demographic cohort within the workforce in 
the majority of OECD countries (Commission of the European Communities 2006; OECD
2005).
This demographic shift is not a temporary feature, but marks a transition towards a 
persistently older society and composition of the working age population (Munnell et al.
2006). All workers are obviously ageing, yet those that are older continue to grow as a 
proportion of the working population (Kirkland and Dobbin 2009, p. 3). Accordingly, the large 
baby-boomer generation presently approaching retirement and frequently linked to the 
ageing phenomenon is not the cause of it. This generation serves first and foremost as an 
initial disruptive force prompting the need to address new realities emerging from a 
permanently older workforce population (Coughlin 2008, p. 2; ILO 2004; 2008).
The strong dependency on adequate human capital assets, a projected shortage of skills, 
and a concurrent decline in and ageing of the workforce pose radical and unprecedented 
human resource related challenges. The trend is destined to produce significant threats and 
opportunities for economies, enterprises and employees. A shared effort is needed to 
prevent socio-economic as well as strategic workforce risks (European Commission 2003; 
Commission of the European Communities 2005; 2006). It is widely recognized that macro­
level policies in the countries, although being worked on, are not congruent with the 
imperatives of the future. Also businesses and employees are yet to commence purposefully 
addressing the new dilemmas and changing realities.
As far as businesses are concerned, immigration, outsourcing as well as technological 
advancements can be regarded as partial, however by no means as sufficient solutions to
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address these developments (Burniaux et al. 2005; Nyce and Schieber 2005). Although still 
contested, one of the core convictions is that to successfully compete in the global 
marketplace, enterprises will have to rely increasingly on the capabilities, efforts, knowledge, 
and potential of the older workers (Commission of the European Communities 2006; OECD 
2005; Nyce and Schieber 2005). Successful ways have to be found to compete with fewer 
and on average older employees in the global, dynamic, hard-fought and knowledge-intense 
market. It is widely predicted that large numbers of older employees with substantial human 
capital will be needed particularly in fields where dependency on intellectual manpower is 
high and that individuals aged 55 and older will play a central role in driving business 
productivity (Mercer 2008). Subsequently, across many business segments mature and 
skilled managers and knowledgeworkers are bound to become an important and sought after 
source for labour in the next decades (Economic Policy Committee 2005) -  providing they 
remain productive, innovative, and flexible.
In spite of viable demographic projections and resurfacing developments, there is little 
evidence of employers seeking to strategically retain older workers or leveraging their 
capabilities and intellectual expertise. Not to mention encouraging their prolongued workforce 
participation. In fact, findings from case studies provide only limited indication that companies 
are viewing their offerings to employees in relation to the needs of an ageing and shrinking 
workforce (Parry 2008, p. 22). Instead, especially the employer side is predominantly still 
trapped in a prejudice vision in which older employees are linked to ...’lower productivity 
coupled with high wages and a lower innovativeness’ (Lindley and Duell 2006, p. 4). And 
this, though older workers have been found to be profitable, productive (Towers Perrin/AARP
2005) and highly creative (Jones 2005; NBER 2006).
As far as the employees are concerned, individuals voice their conviction, that companies will 
not exert effort now nor in the future at retaining their employees for as long as possible 
(Institut fur Demoskopie Allensbach 2002). What is more, employees share a growing 
concern across age-groups in terms of their capability to maintain individual work ability and 
individual human capital value in a workplace which is becoming more and more demanding 
with predominance towards psychological and mental requirements. Climbing work 
intensification and pressure, raising demand for high-level skills, continuous use of and 
adaptation to new technologies or processes are generating apprehension amongst today’s 
workforce at all levels (Parent-Thirion et al. 2006).
In the midst of this, sources from various parts of the world confirm a wide-spread preference 
of employees’ in general towards premature exit from the workforce (The Employers Forum
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on Age 2005; Kistler 2008; Nordea 2008) while others suggest an increased interest 
amongst employees to potentially extend their working lives beyond the official retirement 
age for varying reasons (AARP 2007; HSBC 2007; Friedberg 2007). Regardless of the 
individual preferences, it is predicted that large cohorts of employees are likely to have to find 
ways to work for longer due to financial necessities, growing uncertainties surrounding 
pension security and weakening social networks (Hasselhorn and Freude 2007).
Thus, employers are forecasted to increasingly need the contributions of older workers and 
employees are anticipated to have to extend their stay in the workforce for diverse personal 
reasons. However, an uncontested conviction is that alone working for longer will not ensure 
competitiveness unless employees continue with a strong level of contribution throughout 
their individual working lifespan. Of critical prominence for businesses is the degree to which 
employees are able and willing to unfold their performance and innovative potential 
throughout their working life span. Multiple studies (GIRD 2006a; b; Corporate Leadership 
Council 2009; Ellis and Sorensen 2007; Hartel et al. 2009; Towers Perrin 2008) suggest, that 
in today’s workforce only a few employees exert discretionary effort and bring their true 
intellectual capital to the workplace. Instead the majority of employees admit to being either 
indifferent or actively disengaged. Findings related to this so-called engagement gap 
(Gebauer et al. 2008) could be taken as a sign that employers have considerable reservoirs 
of potential at hand within their workforce which could still be harnessed -  given that 
appropriate ways are found to activate it. An augmenting question becomes ‘what is actually 
needed to foster the productivity and innovative ability of an increasingly ageing workforce to 
ensure continued competitiveness of enterprises in the longterm?”
There is an accretive call for a fundamental rethink to renew the world of work (Socius 2004; 
Parry 2008) and to seize the opportunities brought about by shifting business structures and 
an evolving workforce composition. Valuing and better activating the existent performance 
and innovative potential of the entire workforce as well as recognizing and utilizing the 
strengths of employees of all ages are regarded indispensable (Parry 2008, p. 22). It is in this 
context that particular focus is prompted towards the middle-aged and older employees since 
efforts to retain and make use of their potential so far have been sparse (Henkens 2005; 
HSBC 2007; Peterson and Spiker 2005, p. 153) and employers have rather been inclined to 
encourage their premature exit (Ebbinghaus 2006, p. 22). Employer attitudes and practices 
are one of the major three factors discouraging and making it difficult for ageing employees 
to remain in the workforce (OECD 2006). An extensive international research report 
submitted to the Commission of the European Communities (Lindley and Duell 2006, p. 84) 
encompassing studies from across geographies concluded that the most important
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prerequisite by far is an attitudinal change towards ageing, followed by a consequent 
modification of work practices.
As far as the modification of work practices is concerned, Kanfer and Ackermann (2004; 
2009) voice a serious gap in knowledge on how to best manage and motivate an increasingly 
ageing workforce although there is a growing interest and necessity to attain a better 
understanding of it (Barnes-Farrell and Matthews 2007; Latham 2006). Based on the scarce 
research available, a one-size-fits-all approach to tackle challenges related to employees’ 
productivity, innovation and working for longer is considered ineffective (Buck et al. 2002; 
Ministry of Social Affairs and Health 2002). Not only do people’s attitudes, preferences, 
behaviours and decisions related to their world of work appear diverse, but also every 
organization represents a unique social context with its own realities (Ashkanasy et al. 2000). 
In the absence of sufficient knowledge and to purposefully renew the world of work, it 
appears essential that employers and employees take an active stake in a collaborative 
process of workplace intervention design. Both parties are challenged to spar to identify and 
address factors at the company level which are perceived as conducive or impedimental to 
maintaining productivity, innovation and extended participation of an increasingly diverse and 
older workforce - now and in the future.
1.1. Relevance of the research/Purpose of the study
The majority of work related renewal initiatives, changes and measures can be expected to 
presuppose the active involvement of employers and employees. In the absence of 
replicable and well-proven constructs to address the multifaceted challenges, organizations 
need to find collaborative ways to examine their internal environment and to identify specific 
needs and opportunities arising from within their own context. And then delve into those 
which are of relevance and over which they have influence.
Yet, how should the world of work be novated in light of the changing business demands, the 
‘age of ageing’ and the apparent engagement gap? What is needed to support and foster the 
continued performance and innovative capacity of an increasingly ageing workforce - and to 
prolongue its participation in active employment?
To gain a better understanding of potential options, this research aims to uncover factors 
which international senior level leaders and knowledgeworkers in a global corporation 
consider relevant regarding their sustained ability and will to perform and innovate - and 
ultimately extend their productive and innovative years in the workforce. By tapping on the
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perceptions and projections of those who are living in this particular system the objective is to
- bring to surface areas which could have a considerable conducive or hindering impact 
within this context
- recognize similarities and trends
- identify broad issues of principle which could require corporate-driven revaluation of 
current policies and/or practices to support purposeful change in the workplace
- develop a tentative conceptual framework which can be used as a point of reference 
for further internal and collaborative workplace intervention design amid permanently 
changing requirements of work and an individual’s resources.
These outcomes contribute to a body of knowledge to serve the global corporation’s 
strategic human resource management (SHRM). They will be integrated into the strategic 
and tactical deliberations of «Perspektive Demographie«. This is an interdisciplinary 
internal working group assigned by the Corporate Board of Managing Directors. The 
mandate of the group, which the researcher is a member of, is to identify opportunities and 
develop proposals for purposeful interventions arising from the ageing of the organization’s 
workforce.
Furthermore, the study itself applies a participatory and creative inquiry approach which 
could be opted to as a further means to support collaborative workplace improvement and 
design processes. Individual collaging followed by focus group-style discussions using the 
stop, start, continue-methodology allow discerning focal points which emerge directly from 
those living in a system and creating better understanding of the needs and desires for 
renewal. After all, it will be important for employers to attain a better comprehension of the 
employee side and use employee feedback to enhance the quality and attractiveness of the 
working experience to foster the will and ability of individuals to perform, innovate and extend 
their contributions in the organization.
In addition, the literature review seeks to provide a basis for thoughtful and versed 
discussions amongst the company’s human resource professionals. It aims to share insights 
from international findings which can facilitate acquiring a more comprehensive view of 
workforce related
• factors in the external environment which are predicted to have an impact at the 
enterprise level
• factors which have been linked in research to the level of the organization and/or 
individual and are associated with the possibilities, ability and will of age(ing)
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employees to remain productive and innovative in the workforce -  and extend their 
working lives.
The literature should herewith serve to help to apprehend why the ageing segment of the 
workforce should be courted and capitalized on as well as what factors could potentially play 
a role in effectively mobilizing it.
1.2. The Profile of the Enterprise
The study is conducted in the context of Boehringer Ingelheim, a privately held research- 
driven pharmaceutical company. Headquartered in Germany, the 125 years old enterprise 
operates through 138 affiliated companies employing over 41.300 employees around the 
world. The three largest operating units, still generating the lion’s share of revenues, are the 
United States, Japan and Germany. In all of these and a number of further countries where 
the company is active, it is anticipated that businesses will commence in short to experience 
significant alterations in the age-structures of their active workforce. These developments are 
expected to lead to an increasing shortage in the supply of skilled and experienced workers 
from the labourmarket.
As a research-driven organization, innovation, high technology, and knowledge are valued 
as the main drivers of the company’s sustained success. Herewith, human capital is certainly 
acknowledged as the core asset and innovative enabler for the corporation. Strong and 
sustained long-term orientation in improving internal human resource policies and practices 
has placed the corporation for many consecutive years in different parts of the world at the 
top league of ‘employers of choice’ in prestigious independent external surveys.
In addition to benefiting internally from these recognitions, the brand as an attractive 
employer has generated a considerable interest amongst external talent to join the 
organization. With low internal employee turnover and high external attraction rates, and in 
line with the somewhat ambivalent management attitudes prevalent in several leading 
economies, also managers in this corporation do not anticipate a general midterm shortfall of 
qualified workforce supply. Nonetheless, in medicine, drug regulatory affairs, and 
engineering, internal reports confirm a challenging shrinkage of and considerable competition 
for qualified entrants from the market. Accordingly, active efforts in these functions are 
omnipresent to retain more senior experts and managers within the company as well as to 
attract mature experts from the market.
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However, in most businesses and functions a clear operational focus of the corporate-wide 
human resource enhancement activities has been geared towards the younger generations. 
Not least after the publication of the much cited McKinsey’s ‘War for Talent’ study (Chambers 
et al. 1998) which emphasized the specific need to focus on attracting and retaining 
knowledgeable employees in the age range between 25-35, a somewhat narrowed approach 
to fostering talent has become eminent and apparently ‘socially acceptable’ in a number of 
countries where the corporation operates. A decade later, the fixation on these age groups 
as a major factor for future competitiveness may have contributed to the impression, that 
demographics still today is primarily about acquiring younger talent, retaining it, and 
enhancing its capabilities for the future as its supply will be scarce over time.
Yet, internal workforce analysis and projections predict a univocal development: the 
company’s already active and productive workforce is ageing at a rapid pace. Alone in the 
largest European organizations, the share of employees 50 years and older accounted for 18 
percent of the active workforce in 2006. In 2020 it is expected to rise up to 42 percent (Table
1.1.). These developments are in line with the changes in the overall population structures in 
most of the large economies.
Europe
Boehringer 
Nllllii/ Ingelheim
Austria, France, Germany, Bl GmbH, Italy, Spain, UK 
Total num ber of em ployees in Europe
Percentage of the group 50+
Table 1.1. Internal Workforce Projections for 5 European sites.
Percentage of employees 50 years and older in 2006, 2015 and 2020.
Although managers and human resource professionals are knowledgeable about these 
statistics which display a rapid shift in the workforce structures towards a significantly 
increased average age, the trends appear not to have become a real concern.
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Consequently there is not yet a real sense of urgency or need for action: only a few 
organizations and functions have some initiatives up and running as mentioned earlier. Also, 
according to an internal international study (IMDP 2007), the subsidaries around the world 
are paying at the most marginal attention to capturing the critical knowledge of the senior 
experts.
While the overall ageing of the corporation’s workforce structures could be compelling at an 
elevated level, the individual decision makers in the organization may feel they are still too 
vague, far-reached and long-term to justify any changes in their current human resource 
practices. Perhaps it is yet difficult to comprehend the kind of challenges which the changes 
will most likely pose for the organizations and the human resource strategy. Internal statistics 
displaying the age structure of the top 4 leadership levels worldwide suggest that leaders 
themselves and human resource professionals in all countries begin to expect work careers 
to end between 5 to 10 years before the individuals become eligible for an old age pension -  
and to plan accordingly. Also, given the actual downturn in the economic cycle and a shift in 
the strategic focus of the corporation accompanied with restructuring and resource 
consolidation, these attitudes are unlikely to alter overnight.
Despite the circumstances, the phenomenon of a rapid ageing of the workforce is all but 
outdated. To help address the challenges and make use of the opportunities arising from the 
predicted shift in workforce structures, a permanent corporate working group «Perspektive 
Demographie« was established in 2004. The mandate of this interdisciplinary group, in 
which the researcher is a member, is to analyze the potential impact of demographic 
developments on the organizations, to identify and keep track of related internal and external 
developments and opportunities, and to develop proposals for meaningful multilevel 
interventions and changes over time.
One of the core recommendations to ensure the corporation’s long-term competitiveness is 
that the predominantly utilized early-retirement practices will need to make way to courses of 
action which successfully support retaining the large cohorts of ageing employees as a 
productive, creative and integrated asset of the overall workforce. In many enterprises those 
aged 40-50 years already form the nucleus of the workforce and there is an increasing 
awareness that this cohort will also constitute the core working group in ten years 
(Hasselhorn and Freude 2007). As this scenario is more than likely also for this corporation, 
it is important to capture the perceptions and projective views of senior level leaders and 
knowledgeworkers to understand what renewal should be sought to foster their continued 
ability and will to remain productive and innovative -  and prolongue their contributions in the
workforce. Attaining knowledge specific to the organization can then support identifying and 
proposing relevant interventions from a more well-grounded basis.
1.3. Approach
To set the stage for the needed profound rethink of prevalent human resources policies and 
practices, the work will firstly focus on the external environment and provide data on the 
scale of demographic changes and their projected impact at macro-and mesolevels. Possible 
implications on labour supply, predictions related to the increasing median age of the 
workforce, the socio-economic necessity to extend working lives and the paradox of ruling 
early exit practices are discussed in chapter two.
Although the macrolevel factors and practices external to an organization have a 
considerable impact on maintaining or altering realities, chapter three will explore factors 
which can be impacted by the employer and chapter four those which relate to the reality and 
conditions of the employee. As already mentioned, the majority of work related renewal 
initiatives, changes and measures will have to be realized at the level of an individual 
organization and presuppose the active involvement and support of both parties.
Hence, chapter three reflects on current employer driven attitudes and social practices in the 
workplace in association with age(ing) employees. The definition of age as an institutional 
marker, findings linked to perceptions, concerns and evidence around age(ing) and 
productivity as well as age(ing) and innovation are discussed. Also the age(ing) and 
increased cost burden assumption is challenged. This chapter reveals the importance of a 
shift in the mindset of employers and human resource professionals as a premise for seizing 
opportunities and harnessing the potential of a changing workforce composition.
Chapter four examines the employee side of the equation and seeks to enhance 
understanding around (ageing) individuals’ work related experiences, attitudes and intents -  
including those to remain or exit from the workforce. Most common variables associated with 
the latter decisions are considered. This should enable a better differentiation between those 
factors which are subject to individual disposition and those which, at least theoretically, 
could be influenced by employers.
A particular emphasis is then put on examining constructs and determinants which have 
been linked to people’s orientation to work, the enhancement of their capabilities and 
ultimately to their ability and will to perform and innovate over time. Thereby the role of 
values, motivation, satisfaction and engagement, especially in conjunction with ageing
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employees, are looked into. Selected theoretical constructs and findings from related studies 
are investigated in an attempt to discern diverse and even distinct individual and 
organizational level factors which have been connected with an improved mobilization of the 
resources residing within a seasoned workforce.
Taking into account that ensuring an able and engaged workforce to promote business 
competitiveness postulates collaborative efforts between the employers and employees, in 
Chapter five two constructs are discussed which have been used to support joint pursuits to 
improve the work experience of an ageing workforce. Then a tentative comparison of these 
two models and a number of the constructs discussed in chapter four is conducted to 
understand the breadth of determinants which could be assumed to play a role for 
employees as they age. As a result, it can be concluded, that despite a number of identified 
similarities, none of the constructs offer an inclusive frame for elaboration since their 
perspectives vary. Furthermore, there is at the most limited data on projective values or 
prospective needs of aspects which could bear stronger relevance in the future given the 
‘age of ageing’.
Informed by the review of literature, Chapter six is concerned with the choice, justification, 
and application of the research methodology underpinning this study. In Chapter seven a 
detailed account of the data analysis process and related findings is provided. The emerging 
dimensions of relevance as options to consider are then discussed in Chapter eight These 
outcomes are viewed in light of other findings and assumptions available in literature. 
Furthermore, the limitations of the applied research approach are reflected and suggestions 
are put forward on how the work could be furthered. In conclusion a tentative conceptual 
framework with some recommendations for consideration is outlined for easy access and 
handling.
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2. DEMOGRAPHIC SHIFTS AND THEIR ANTICIPATED IMPACT
This chapter sets out to portray the changing nature of the external environment by providing 
data on the scale of demographic changes and their projected impact at macro-and 
mesolevels. This includes a discussion on the possible implications of the developments on 
labour supply, predictions related to the increasing median age of the workforce, the socio­
economic necessity to extend working lives on the one hand and the paradox of ruling early 
exit practices on the other hand.
2.1. Demographic projections
Demographic developments assume increasing significance in a number of industrialized 
countries as slower population growth, secular increase in life expectancy and ageing 
continue to transform the age pyramid at an accelerating and largely unavoidable rate. In all 
leading economies, significant falls are taking place in the younger and middle aged 
populations while a substantial rise is occurring in the older groups; the proportion of people 
aged 29 and younger is declining steadily while the cohort aged 50 and over is on a steep 
rise. The projections suggest that although time-lagged, the direction of the developments 
feature a similar trend around the world (European Commission 2009; Hayutin 2010).
In the United States it is foreseen that baby-boomers beyond the age of 50 will represent 42 
percent of the entire population by 2010. In Japan, with the oldest population in Asia, the 
population growth has already reached its peak. By year 2030, the share of people over 65 in 
the adult population will have grown to about 50 percent. Alike Japan, also Germany, Italy 
and Poland have sufficed their peak total populations and will experience steady population 
declines. The 2030 projections for Germany foresee the proportion of people over 65 at 28 
percent. Throughout Western Europe, there are already now more people over the age of 50 
than under the age of 15. Asia is expected to reach this state by the year 2040 and the 
United States will follow shortly thereafter. By the year 2050, more people globally will be 
over the age of 50 than under the age of 15 (Buck et al. 2002; Commission of the European 
Communities 2005; 2006; Economist.com 2001 ; Economic Policy Committee 2005; Harper 
2006; Lee 2001 ; OECD 2005). These projected shifts in the population structure are depicted 
in Figure 2.1.
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P rojections fo r w h e n  th e re  w ill be m o re  p eo p le  o ver th e  age o f 50  th an  u n d e r 15
2050
2040
2020 U nited  States
^2010
; Europe
Figure 2.1 Projections for when there will be more people over the age of 50 
than under 15. Based on data derived from the Commission of the European 
Communities (2005; 2006), Economist.com (2001), Harper (2006), Lee (2001),
OECD (2005).
Hence, demographic maturing is a global trend that prognosticates long-term shifts in 
individual and societal behaviour -  changes that are likely to restructure societies for much of 
the foreseeable future. The reduced population growth combined with an increasingly ageing 
population are expected to create a significant downward pressure on the long-term 
competitiveness, wellbeing and growth of economies as well as the enterprises within 
(Bràuninger et al. 2002; Feyrer 2005; Jaimovich and Siu 2006; Lee 2001 ; Maddaloni et al. 
2006; Turner et al. 2005).
There is now broad consensus that demographic change will have a fundamental impact at 
all levels of society and long-term changes in individual and societal behaviours are 
unavoidable. This is particularly true for the world of work as the changes in the population 
structure, constellation, size, and age are bound to be reflected in the workforce composition. 
Some of the developments will manifest themselves in the short-term while others are 
assumed to cast their direct influence at a later stage.
Within the foreseeable future, in all developed countries, workforce growth is expected to be 
negative with labour becoming more scarce; the median age of the workforce is presumed to 
increase significantly: the portion of women in the workforce as well as in the group of older 
workers to be larger; and individuals past traditional retirement age to compose a significant 
resource pool for employers to consider (Buck et al. 2002, p. 18-21; Bràuninger et al. 2002; 
Robson 2001). Resulting from these developments and credible future projections, a re­
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assessment and re-orientation of a number of macro-, meso- and micro-level economic 
systems in place today are required. Three topics emerge in this context as core areas of 
focus for societies, organizations and individuals:
• How to ensure the required supply of qualified workforce
• How to address the challenge of increasing economic dependency ratios
• How to sustain and improve the productivity, innovative ability and competitiveness of 
enterprises amid a progressive increase in the average age of the workforce.
The first two topics are of major concern for economies and organizations. As such they will 
be discussed briefly in the following sections. However, the third topic area is predominantly 
a challenge at the enterprise level. Consequently, the later sections will focus on attaining a 
better understanding of adequate options to address this concern from a strategic human 
resources management perspective within the context of a company.
2.2. Anticipated impact on workforce supply
The growth rate of the labour force in the western societies and Japan has already 
experienced a historically steep decline or remained at a low level (Dytchwald et al. 2006, p. 
19). Taking account of the various factors influencing the labour supply, the size of the 
potential workforce is not expected to decline significantly below its current size before the 
year 2015. In fact, it is not until after 2020 that the actual effects of a considerable 
quantifiable reduction are likely to begin to be felt across all spectrums of employment (Buck 
et al. 2002, p. 18-21 ; Bràuninger et al. 2002).
Since the implications of a shrinking workforce size are not yet omnipresent in many 
enterprises, it is enticing to postpone any efforts and investments to prepare for future 
projections as apparently far-fetched. Preparing for potential futures is also challenging 
considering that demographic, social, economic, and market trends are always subject to 
uncertainty. Alone business cycles are known to have a major impact on all aspects of 
economy. Depending on the degree of severity and anticipated length of economic 
contractions or expansions, the need for actual production and employment can vary 
significantly (McKay and Rice 2006).
Even analysts hold very divergent views about the extent to which potential labour shortages 
will be felt. Labour market experts supporting the globalization surplus narrative suggest that 
the predicted shortage will not be felt as the labour market will adjust itself to the 
developments. Particular relevance in this context is given to advanced technologies. They
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are expected to bring about twofold advantages; decrease the need for manpower and allow 
capitalizing on a global workforce pool available virtually (Freeman 2007).
Yet, the impending shortage narrative (Freeman 2007) is already reinforced by the 
aerospace, health, engineering, higher education, and consultancy fields, as the inability to 
supply enough technically qualified people to replace those who are retiring continues strong 
(Peterson and Spiker 2005, p. 153). Chronic mismatches between labour supply and 
demand are expected to increase in numerous further sectoral labour markets as more and 
more regional, occupational and qualification discrepancies are foreseen. In particular, a 
growing scarcity of knowledgeable, experienced and competent professionals is anticipated 
(Buck et al. 2002). To maintain their competitive capabilities, especially in fields where 
dependency on intellectual manpower is high, enterprises will be faced with the need to find 
ways to address an ongoing or impending shortage of labour and skills (Dytchwald et al.
2006).
In addition, the acceleration in the growth rate of small businesses is predicted to add 
complexity to the job market in a number of economies. Berger and Berger (2003, p. 39) 
foresee, that the more sophisticated and proficient small businesses become in managing 
their human capital processes, the more successful they will presumably become in 
competing with larger organizations for sought after resources. A recent survey (Universum 
2009) conducted in the Scandinavian countries amongst university students graduating in 
short from information technology, technical or business areas already revealed a clear 
preference for employment with smaller companies. Only one in ten individuals desire to 
work for organizations with more than 500 employees. Also governmental agencies in many 
countries are increasingly competing with the private and non-profit sectors for talented 
workers. They are targeting external professionals and remodelling their employment 
propositions in an attempt to address their imminent and serious workforce shortage (Deloitte 
2007, p. 3).
2.2.1. Tapping on apparently underused resource segments
Migration is frequently brought up as one complimenting option to moderate the ageing trend 
in a number of economies. Watson Wyatt Worldwide compiled a report to the Economic 
World Forum in 2004 (Nyce and Schieber 2005) containing an analysis of the extent to which 
immigration would be necessary to offset declining fertility rates and to sustain workforce 
levels. Calculations suggest, that the multiples of current immigration needed alone to 
maintain the workforce levels range from 0.4 in Australia, 1.7 in the UK to 11 in Japan. It is 
also necessary to keep in mind, that while China and India are commonly cited as promising
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sources for both outsourcing and recruiting across geographies, their economies are 
expected to grow wealthier and they are projected to experience demographic, talent and 
business challenges of their own. Hence, they will likewise be competing for capable 
resources. As the Towers Perrin Global Workforce Study (2008) points out “in both 
developed and developing parts of the world, business face a surprisingly similar set of 
challenges: import or export talent; train or retain workers; export or import work; retool jobs; 
automate operations -  and, throughout it all, manage costs.”
However, outsourcing across borders is increasingly perceived and utilized as an option to 
benefit from access to skilled labour, to countervail resource shortages, and to reduce the 
cost of doing business. Especially in the areas of data processing, information technology, 
engineering and call center servicing offshore subcontracting is a common and widely 
practiced business model. According to a PriceWaterhouseCoopers’ 2008 Report (ibid. 
2008) companies are also increasingly shifting higher value-added activities requiring 
specific knowledge or where a company has skills shortages to (offshored) suppliers with the 
requisite resources and experience.
Advancements in technology are expected to enable further exhaustion of various 
outsourcing models in a wide range of businesses. Enterprises will continue to explore ways 
to benefit from this option when there is the potential for an available labour pool, increased 
capacity, reduced labour cost and more rapid project turnaround. Yet, outsourcing will 
require new roles to be created in the contracting company as these business relationships 
necessitate managing, servicing and monitoring. And so far, outsourcing has been 
associated with an adverse impact on older as well as more skilled workers. It has been 
found to significantly reduce the job stability of the older employees and increase the job- 
change hazard for high-skilled workers (Bauchmann and Braun 2007; Munch 2005).
Hence, while targeted immigration might be an alternative for some nations, the overall 
quantities required appear unrealistic. This applies also to overseas outsourcing despite the 
fact, that this form of resource exertion is expected to increase across various business 
spectrums. Complimenting immigration and outsourcing, Burniaux et al. (2004 p. 5) argue in 
favour of another apparently more realistic option which is receiving strong support amongst 
experts and media. They claim, that “the combined effects of possible reforms targeting 
prime-age women, older workers and youth might suffice to stabilize the average 
participation rates in OECD countries over the next 25 years, but will be insufficient to offset 
the additional reduction of participation likely to be caused by demographic changes beyond 
2025”.
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A Watson Wyatt Worldwide study (Nyce and Schieber 2005) provides evidence to confirm 
the Burniaux et al. (2004) notion and concludes that raising participation rates for all of these 
three groups may hold considerable promise within. This would imply focussing measures 
and efforts specifically towards these relatively underexploited segments of the workforce 
potential. And a fundamental expansion of focus appears unavoidable; whereas in the past 
labour shortages have been predominantly cyclical and mirrored the prevalent economic 
cycles, when it comes to the future, this time a more radical shift in the population and 
business structures are driving the projected shortages (ILO 2004; 2008).
2.3. Anticipated increase in median age of workforce
In addition to the prevalent sectoral supply shortages, the rapid ageing of the workforce 
structure is already a fact in today’s labour market due to the ageing of the proportionally 
large cohort of “baby-boomers”. In the first 15 countries to join the European Union, the 
proportion of 50- to 64-year-olds in the workforce will double in size compared to workers 
younger than 25 years (35 percent versus 17 percent) by the year 2025. Several of these 
countries will face this challenge already by 2010 and the situation is expected to last for 
decades. The new member states of the EU will not ease the greying picture, rather the 
opposite (Commission of the European Communities 2005; 2006; OECD 2005).
As illustrated in Figure 2.2., alone in Germany, the ratio in the working population of those 
29-years and under to those 50- years and older was 1.52 in year 1979, in 2010 it is 
projected to be at 0.80 and in 2020 the ratio will decrease to 0.58 (Buck et al. 2002, p. 53; 
Commission of the European Communities 2005; 2006; OECD 2005).
Germany
Ratio in the working population of individuals 29-years and under to those 50-years and older
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Figure 2.2. Source: Buck et al. 2002, p. 53.
Throughout this decade, 90 percent of the net increase in the working-age population in the 
US is estimated to occur in the age group 55-64 (Purcell 2000; Gordon and Arvey 2004). 
Labor force projections in the U.S. suggest, that by the year 2020, older workers (here
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defined as 55 and older) will comprise over 23 percent of the total workforce (Toossi 2006). 
In Canada, this same age group is expected to account 100 percent to the nation’s net 
increase by 2020 (Robson 2001, p. 7). Already now, for the first time in their history, Japan 
and the U.S. are faced with an overall older age mix in the workforce and a generation as 
large as the baby boomers preparing to retire (Dytchwald et al. 2006, p. 19).
Despite the media linking demographic developments especially together with the baby- 
boomer generation, it is essential to be reminded, that this generation is not the cause for the 
ageing of the workforce, but simply marks the change to a persistently older society (Munnell 
et al. 2006). As an example, in Finland, the seniors (individuals aged 50+) will compose the 
largest group of employees until at least year 2025. Although the workforce in Finland is 
ageing proportionally faster than in other countries, the direction and dimensions of the 
change are similar in the European Union (llmarinen 2003). All in all, the international ageing 
of the population is viewed as the most noteworthy population change likely to take place 
over the next 50 years (Australian Bureau of Statistics 2008).
2.4. Extending working lives a socio-economic necessity
The term “age-dependency” is frequently used to illustrate the severe economic impact of an 
ageing population. This refers to the ratio of people in “retirement age” relative to those of 
“working age” (Grimmond 2000). Alone in Germany, the age-dependency ratio is set to 
nearly double by 2060 (Graf and Schattenberg 2006). In the majority of our industrialized 
countries, being on the labour market now accounts for under half of the average individual's 
lifespan. While childhood and study total over 20 years of the average lifespan, another over 
20 years is spent on retirement pension (Finnish Ministry of Social Affairs and Health 2002, 
p. 34). The later entry to and earlier exit from the active workforce has accounted for a 
working life reduction from around 50 years to around 40 years of labour market experience 
(Brugiavani and Peracchi 2005).
Varying sources display evidence of significant well-being effects from continued working 
and economic participation. Alone in the European Union, the underutilization of mature 
workers has been the major factor accounting to the lower GDP per capita growth rates 
during the past decade (European Commission 2003). In fact, an increase in the standard 
age of retirement of 5 years would increase GDP growth rates by more than half a percent 
per annum over the next 30 to 40 years across the main OECD regions (Bràuninger et al. 
2002; Commission of the European Communities 2005; 2006; OECD 2005; Turner et al. 
2005). In conjunction with this, the ‘age-wave’s’ effect on the retirement consumption puzzle 
should either not be underestimated. This phenomenon, which impacts GDP development,
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indicates that economic consumption declines somewhat at retirement (Haider and Stephens 
2004; Hurd and Rohwedder 2003).
Thus, at a macro-level, the combination of securing employment, slowing the trend of 
premature retirement, and increasing productivity growth rates are regarded as key means 
for ensuring a balanced economic dependency ratio and maintaining economic stability in the 
industrialized countries. Consequently, the European Union has set a target employment rate 
of 50 percent in the 55- to 64-year-old- population by 2010-2013 (Buck et al. 2002; 
Commission of the European Communities 2005; 2006).
2.4.1. The paradox of premature exits
Early retirement continues to be standard practise in today’s world of work. Yet, it is 
indisputable that early retirement accelerates the rise in age-dependency. Albeit subject to 
antipodal views, it is also expected that early retirement will make it more and more difficult 
for economies in the developed countries to attain a level of employment participation 
required to maintain the labour force, let alone allow room for workforce growth (Bôrsch- 
Supan 2004).
There are signs that the trend towards early retirement, which accelerated universally in the 
late 1970s and peaked around mid 1990s, is now followed by a stabilization or even partial 
reversion in several countries (Buck et al. 2002). However, in the US, researchers are 
debating as to whether the early retirement trend has actually halted - or whether it is merely 
pausing. The apparent reverse is especially linked to the large increase in labour supply of 
women in late middle age with the relative size of the underlying cohort contributing to the 
phenomenon (Friedberg 2007). A further factor impacting contemporary retirement related 
behaviours is seen in the financial uncertainty deriving from the economic crisis. According to 
a recent Towers Perrin (2009) study, many employees in the US have re-evaluated their 
priorities. The economic recession is causing anxiety amongst individuals as to whether they 
can actually afford to leave the workforce.
While mature employees might be changing their preferences towards working for longer,
there is a justified concern, that the economic crisis could accelerate employer-driven
behaviours which favour this cohort as a primary target for workforce reduction or
rejuvenation. Even before the crisis, European employment practices have been
characterized by low recruitment and encouragement of older workers and the highest
encouragement of early retirement (Harper et al. 2006, p. 38). Also in Japan, with the slowest
growth and lowest overall level of early exits throughout the 1970s and 1980s, a clear
18
upward trend in early exits has been identifiable ever since the mid 1990s (Ebbinghaus 2006, 
p. 8-10). The average age of transfer from working life to one or other of the pension systems 
in Europe as well as in Japan has been well below the official age of retirement, in spite of 
steady improvements in public health and lengthening life expectancy (Buck et al 2002). And 
across nations, regardless of the size of a company, women have been retiring earlier than 
men (Harper et al. 2006).
Given the previous, and adding the aspect of ‘crisis’ to it, a further apprehension is that the 
strategic implications of an unavoidably ageing workforce are not in the focus of employers. 
After all, the economic slowdown appears to be easing some of the workforce shortage 
concerns. Nevertheless, experts are warning management of such short-term views and 
practices. Instead of becoming irrelevant, the economic recession has brought the 
demographic challenge even to a sharper examination. For example, a recent study in New 
Zealand (Mercer 2008) concluded, that even when factoring in as far as possible the 
potential impact of the global economic downturn, there is a strong need for employers to 
“shift their focus from how to attract and retain Generation Y to how they can capitalise on 
workers aged 55 or older. Workers aged 55 or older have to become the productivity drivers 
for New Zealand businesses in the immediate and longer term future. The future of the 
nation’s businesses will be dominated by the race to keep skilled employees." A fundamental 
shift in the mindset of how, and for how long New Zealanders work becomes crucial.
On the other side of the globe, another example of the potential magnitude of this challenge 
is provided by the outcomes of The Developing Workforce Problem’ -study (McNiven and 
Foster 2009). In light of the results, Dalhousie University Professor Emeritus Dr. McNiven 
urges enterprises not to ignore the challenge of demographic developments even in times of 
current economic turmoil. According to Dr. McNiven, Canada would need “...a sustained 
recession over some 20 years to cope with the demographic crunch we have created for 
ourselves!” {c\\eô by Atlantic Institute for Market Studies 2009).
Yet, independent of the economic cycles, evoking a profound change to the early retirement 
reality requires an understanding of the various factors impacting related practices and 
behaviours. It is in this respect, that both economic and social sciences have studied 
premature exit from the workforce from two major perspectives; the protection oriented 
analyses of pull-factors impacting labour supply and the production-oriented studies of push- 
factors that emphasize labour demand (Casey 1996; Guillemard and Rein 1993). Whether 
employees remain in the workforce is understood to be dependent on the interaction 
between these push and pull variables (Ebbinhgaus 2006; Funk 2004; Walker 1985).
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Ebbinghaus (2006 p. 12) offers a concise model to illustrate the primary push and pull 
perspectives found in literature and the many interdependent actors involved. The concept 
distinguishes between two main levels impacting early retirement behaviours:
• The macrolevel areas where collective bargaining occurs and decisions on national 
policies are made and
• The microlevel area where the actual workplace shapes the social practise related to 
early exits.
State
National Level
Labour
Unions
Employer
Associations
Protection 
,,Pull-
Production
„Push“Partnerships
EmployerWorkplace
Representatives
Level
porkerExit Pathways 
(labour supply)
Personnel Policy 
(labour demand)
Early Exit from Workforce
Figure 2.3. Pull and push in multilevel and multiple actor constellation model.
Source Ebbinghaus (2006, p. 12).
The “pull” protection oriented perspectives focus on the available early retirement benefits 
which incentivise individuals’ withdrawal from the workforce and the private or public exit 
pathways which are at the individual’s disposal for this purpose in a given society. The “push” 
production oriented perspectives concentrate on the economic and social factors that lead 
employers, workers and their representatives take advantage of early exit from work to 
rejuvenate the population or to restructure the workforce to serve the purpose of adjusting 
labour demand.
In the EU, the demand-related push-factors, especially recession, unemployment and 
redundancy have been the dominant factors driving early exit from the workforce 
(Ebbinghaus 2006; Kohli et al. 1991; Lacsko and Phillipson 1991 ; Walker 2005). In light of
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this, it is interesting to observe that there is in particular a wealth of literature available on the 
incentivizing “pull” perspective. Research applying the theory of labour/leisure choices to 
retirement has revealed how economic incentives impact labour supply near the end of the 
working life. Amongst the essential findings is the importance of pensions for the timing of 
retirement (Grube and Wise 1997; 2005; OECD 1998). Although estimates on the impact of 
pension systems vary substantially, it appears that depending on national tax regulations, 
public and private pensions are frequently considered by workers as strong incentives to 
retire at the age of first benefit entitlement, because of high effective tax rates on earnings. 
The flexibility in retirement plans has primarily been designed and served to move ageing 
workers out as opposed to retaining them (Grube and Wise 2005).
In a number of OECD countries, also unemployment and disability benefit systems, as well 
as special early retirement schemes, create strong incentives for withdrawing before the 
conventional retirement age. The degree of generousness of such income transfers and 
especially the extension of eligibility to younger workers, have contributed considerably to the 
share of early retirement in most countries (Duval 2003; Andersen et al. 1997). These facts 
attest that public policies in these countries are not yet congruent with the imperatives of the 
future.
Although these macrolevel push and pull factors and respective practices have a significant 
impact on maintaining or changing the early retirement reality, they will not be elaborated 
further given the primary scope of our study. Instead, the focus in the following two chapters 
will be on work related attitudes, policies, practices and experiences which can be impacted 
by the employer and/or employee. These areas are of particular interest in an attempt to 
elaborate options at the organizational level for improving the prevalent realities and seizing 
the opportunities brought about by a changing workforce composition.
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3. EMPLOYER RELATED FACTORS IN FOCUS
This chapter examines current employer driven attitudes and social practices in the 
workplace in association with age(ing) employees. First the determination of age as an 
institutional marker is discussed followed by prevalent perceptions of employees around 
work related characteristics of older employees. It is in this context that widespread concerns 
around age(ing) and productivity as well as age(ing) and innovation are examined. In light of 
a business case for older employees, evidence is brought up which both confirms and 
challenges these concerns. Also the age(ing) and increased cost burden assumption is 
contested. Hence, the chapter reveals the necessity for managers and human resource 
professionals to question their views and level of understanding. Yet, above all, it underlines 
the importance of a clear shift in the mindset of employers and human resource 
professionals as a premise for seizing opportunities, harnessing the potential of a changing 
workforce composition, and ultimately capitalizing on the capabilities of an underused 
segment of the workforce.
3.1. Employers’ attitudes and social practises
The proposition that employers’ attitudes and behaviours encourage early withdrawal has 
been existent for long (McKay and Middleton 1998; Lumsdaine 1996; Scales and Scase 
2000). Research suggests that the employer, in particular management, plays an important 
role in early exit from work (Ebbinghaus 2006, p. 22; Naschold and de Vroom 1994). In 
addition to the employer’s influence, also the worker representatives are known to shape 
these exit patterns at the workplace level. Both parties are claimed to have vested interest in 
continuing the current social practise as it has originally emerged for two reasons; as an 
unintended consequence of the expansion of social rights and as a deliberate policy to 
facilitate economic restructuring and reduce unemployment (Ebbinghaus 2006, p. 3 - 23). 
Providing, that such interests are maintained, altering the practise of premature exits from 
the workforce will continue to be challenging.
Although management’s prominent role as shapers of enterprise-wide attitudes, social 
practices and incentives is uncontested, there is an asymmetric trend in the availability of 
related economic literature when it comes to early exits from the workforce. Oswald (2001, p. 
40) and Munnell et al. (2006) rightfully point out, that economic literature related to labour 
demand (push factors) in influencing retirement decisions is less developed than research 
related to individual incentives (pull factors). As already mentioned in chapter two, there is a 
wealth of literature available on the relevance and linkage of pensions and other benefit
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systems to the timing of retirement. The demand-side factors, which provide opportunities for 
older employees, have clearly received less focus.
Besides the asymmetric trend, most of the current understandings regarding employer 
attitudes and their impact on early exit behaviours result from a limited number of national 
and local cross-national studies. This knowledge is bound to have its restraints as it is based 
only on the form and depth of perceptions which employers have been willing to share. 
Furthermore, the availability of related literature is to a large extent confined to populations 
encompassing North America, the first 12 EU nations, Australia and New Zealand.
Given the limitations in available literature, the OECD ‘Living Longer Working Longer’ (OECD 
2006) seems to provide the first obtainable report which offers a more global insight based 
on the analysis of policies as opposed to perceptions. The outcomes which derive from a 
four-year study of ageing and employment policies in 21 OECD countries identify employer 
attitudes and practices as one of the three major items discouraging and making it difficult for 
ageing employees to remain in the workforce.
Another interesting study providing a first high-level overview of some of the attitudes, 
stereotypes and behaviours towards ageing employees on a global scale is the Future of 
Retirement Survey 2006 (Harper et al. 2006, p. 37; HSBC 2007). As one of the few attempts 
to capture employer’s attitudes and practices in the workplace, it also comprises some early 
indications of the attitudes and behaviours of employers in the transitional and developing 
economies. This representative cross-sectional longitudinal study includes people aged 18+ 
from small (10-99 employees), medium (100-499 employees) and large (over 500 
employees) ones in a total of 21 countries. The outcomes enable a comparison to be made 
regarding
• employers’ views about the age at which members of their workforce are 
appropriately categorized as ‘old’
• employer’s stereotypes related to older workers
• what employers do or should currently offer to their own employees aged 50+
(Harper et al. 2006, p. 33).
The results of this study partially confirm and compliment the most common and decisive 
areas of age-related beliefs identified in national level research amongst employers. These 
include, that ageing on the general level is subject to considerable negative stereotyping and 
associated with losses and impairment, deteriorating performance capabilities, lower levels 
of productivity, creativity, and innovation, as well as higher levels of cost.
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In the following, a closer look at findings related to these common employer-driven 
understandings will be taken in light of various studies. It is more than likely that the 
prevalence of these views contribute a fair share to the inclination of managers and human 
resource practitioners to consider their mature workers, regardless of their gender and 
background, as an asset worthwhile retaining and developing.
3.1.1. When are workers considered ‘older employees’?
Ageing is regarded as an important part of all human societies. It is understood as a complex 
construct which impacts every employee on the individual, organizational and societal level 
(De Lange et al. 2006; Sterns and Miklos, 1995). Ageing encompasses a multidimensional 
process of physical, psychological and social change over time. While all of us age at the 
same chronological pace, the biological, psychological and social ageing occurs in differing 
ways and at varied speed.
Hence, it is legitimate to view ageing from diverse perspectives. What is of particular 
relevance is that it always reflects the prevalent cultural and societal conventions of its 
respective context. An interesting finding is indeed, that contemporary literature does not 
provide a readily available, commonly accepted or applied definition for determining the 
criteria for belonging to the group of ‘older employees’. The definitions are not as linked to 
chronological age as they used to, and they tend to vary reflecting the particular social 
context of the era or industry (Pitt-Catsouphes and Smyer 2007). For example, ILO leaves it 
up to its member states to determine their ‘older workers’ in line with the boundaries of their 
national law and practice (ILO recommendation No 162 of 1980). Yet, ILO itself categorizes 
those aged 55-64 into the group of ‘older workers’ (see ILO ‘Key Indicators of the Labour 
Market 1999’). What is more, all EU policy documents use the exact same age criteria 
(Commission of the European Communities 2006).
Also worth recognizing is, that especially in labour market participation studies, the threshold 
for the term ‘older worker’ often lies at age 50 or 55 and above. This practise results from the 
statistically detected fact that this age range indicates a decline in the labour market 
participation rate (OECD 2005). Furthermore, according to Muijnck and Zwinkels (2002) 
researchers examining older employees in organizations have set the threshold for ‘older 
worker’ at 40 or 45 with ‘old’ referring to obsolete knowledge, skills, and attitudes. It is 
herewith important to recognize, that also academia has contributed its share to defining the 
range for ‘old’ on the basis of very differing assumptions and purposes. With such sources at
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hand, it should not be a surprise if managers and human resource professionals consider 
‘old’ to commence relatively early -  even in one’s early forties.
Two decades ago, in an attempt to determine the threshold for ageing in the workplace, 
Ashbaugh and Fay (1987) reviewed more than 100 studies. They found that the average age 
for operationalizing ‘older workers’ was 53.4. More recent perceptions are available through 
the worldwide study of Harper et al. (2006). According to this source, the employers’ views 
about the age at which members of their workforce are appropriately categorized as ‘old’ 
varies considerably not only by country, but also by company size, whereby in the latter 
dimension the effect is much smaller. Across the sample as a whole, the mean age threshold 
for defining older employee is approximately 54 years which comes very close to the 
Ashbaugh and Fay (1987) review outcomes. This age threshold is highest in Japan (60,4) 
and lowest in Turkey (44,0). Furthermore, in the majority of the countries surveyed, the larger 
companies report higher age thresholds (Harper et al. 2006, p.33).
The findings from Harper et al. (ibid.) support research done by Ashforth (2001), who 
suggested, that age matters in organizations largely because people believe it does. Hereby, 
the determination of the ‘older workers’ group is highly influenced by the way life course is 
institutionalized within the organization itself. As an example, if an organization regards as 
‘old’ those individuals, who have already retired, then individuals in the workforce will be 
viewed as ‘older workforce’ a few years before retiring. If early retirement programs are 
frequented in the organization and employees have the option to exit from workforce at the 
age of 55 or less, being considered ‘an older worker’ is likely to begin with 50 or less 
(lellatchitch 2004). Thus, it is essential to realize, that since an ‘older employee’ is above all 
determined by the enterprise-specific context, human resources related practices and 
communication could be expected to, at any time, impact these margins considerably.
In line with the previous, also the determination of the ‘typical retirement age’ appears to be 
linked first and foremost to the enterprise-specific context. The Future of Retirement Survey 
brings to light a significant gender and company size variation related to employers’ reporting 
of typical retirement age across the globe. For each category of company, women retire 
earlier than men. However, both men and women retire earlier from smaller companies than 
from the larger ones (Harper et al. 2006, p. 34).
Alike with the definition of ‘older employees’, a universally applicable understanding for a 
‘right retirement age’ is not at hand. Nonetheless, there is evidence of some pervasive 
stereotypes related to the timing of retirement in today’s workplace. One of them is the
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conviction that older employees should retire between their mid 50s or early 60s (Me Cann 
and Giles 2003; van Dalen and Henkens 2005). These pro-retirement views can be 
examined at least from three diverse angles. One option is, that they reflect the underlying 
understanding, that younger workers have more to contribute to an organization than the 
mature ones (Me Cann and Giles 2003). The other alternative is that such views are well- 
meant and reflect positive attitudes towards older workers and their achievements. 
Retirement is regarded as a deserved earning concluding a long journey of hard work (van 
Dalen et al. 2006). The third one is that these stereotypes simply mirror the way in which 
institutions such as ILO (1999) and EU (Commission of the European Communities 2006) 
categorize individuals into ‘older workers’. The overlappings are apparent.
3.2. Employers’ views on ageing and related practices
The perception that age and characteristics are related appears to be ingrained into our 
current societal perceptions. While we will view evidence related to ageism in the following, it 
is important to acknowledge, that when researching the extent of prejudice and 
discrimination by means of social surveying, their actual degree remains complex to capture 
and to determine.
Ageism amongst employers has been evident in the 1980s and 1990s and notably 
manifested itself in many policies and practices which have denied older employees access 
to appropriate opportunities. Following an extensive review of available data, Harper and 
Lasslet (2005) concluded, that redundancy and fixed retirement ages are frequently based 
on employer’s perceptions of older workers abilities that are stereotypical and may not 
represent the actual abilities of the workers. There is undisputable evidence, that as a 
consequence, employment practices throughout the past two decades, have distinctly 
favoured the recruitment and retention of younger workers and regarded mature age workers 
as least preferred for employment (Drake 1999; Dytchwald et al. 2006; Me Vittie et al 2006; 
Patterson 2004). What is known is that when it comes to the job-search theoretical 
perspective, age appears to still play a role when evaluating the applicant. According to van 
Dalen et al. (2006, p. 19) there is a wealth of proof, that employers associate women, older 
workers and immigrants to a lower expected benefit of output compared with the reference 
group of male workers.
Numerous studies have furthermore shown that age may influence personnel decisions in 
areas such as internal selection, performance appraisal, training decisions and career 
planning (Capgemini 2005; Human Rights and Equal Opportunity Commission 2000; Parry 
2006; Patterson 2004; Sterns and Miklos 1995). Such short-sighted personnel policies
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ascribe older employees a weaker value than their younger counterparts. Supported by 
common prejudices and inaccurate perceptions concerning the performance of older 
employees these practices are expected to backfire and undermine the innovative capacity 
of enterprises.
The extent to which stereotyping could impact organizational level decisions is demonstrated 
in a Gringart et al. study (2005). Respondents amongst a random sample of 128 hiring 
decision-makers across Australia indicated that they were unlikely to hire older workers. The 
likelihood of hiring correlated significantly with employers' attitudes. When comparing older 
workers to younger ones, they were attributed inferiority in relation to trainability, adaptability, 
creativity, and interest in new technology. The majority of literature related to social practices 
in enterprises supports these assumptions. Research confirms, that older employees are in 
general perceived less favourably than their younger colleagues (Gordon and Arvey 2004; 
Kite et al. 2005; Munnell et al. 2006; Rupp et al. 2005).
The earlier mentioned review of Harper and Lasslet (2006) suggests, that still today, a 
considerable amount of employers ascribe older employees the attributes of low adaptability, 
especially to new technologies, slow work speed, low trainability and willingness to learn, low 
skills uptake, less willingness to take initiative and too much caution, as well as less 
creativeness. Hence, they assert that older employees in general are linked to less positive 
stereotypes when it comes to ‘quantitative’ characteristics of work as defined by Arrowsmith 
and McGoldrick (1996). These quantitative features, including fast pace or work, trainability, 
updating skills, and adapt at handling new technologies, are commonly credited to younger 
employees. In return, especially positive characteristics of a ‘qualitative’ or motivational 
nature are ascribed to older employees. This includes attributes such as service, pride in job, 
cheerfulness, reliability, work ethic, loyalty, experience and, last but not least, being 
productive employees.
The Future of Retirement Study (Harper et al. 2006; HSBC 2007) revealed that at a global 
level, around half of all private employers across geographies view employees aged 50 years 
and over as being less technologically oriented and slower learners than younger workers. 
Harper et al. (ibid.) do not consider this as overwhelming evidence of negative stereotyping. 
All the same, 49 percent of employers feel that older workers are at least as technologically 
oriented, and 43 percent find them at least as quick to learn, as younger workers. Similarly, 
another 2006 survey of human resources executives in more than 460 organizations in the 
US suggested, that only 15 percent saw the technology gap anymore as a potential 
downside to employing older workers (Grossmann 2008).
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In the study of Harper et al. (2006), approximately a third of employers regard older workers 
less flexible than younger workers. Only a quarter of the employers feel that older workers 
are less productive and less motivated. Less than 10 percent perceive older workers as less 
reliable and less loyal. The United Kingdom and the US come out as positivists while Turkey 
and Saudi Arabia are negativists. Throughout all regions, employers viewed older workers 
being as motivated as the younger ones. While employers in North America and Latin 
America perceive older workers to be as flexible as younger ones, those in Europe, Asia and 
the Middle East/Africa, however see them as less flexible. In light of these statistics, it could 
be intriguing to examine whether this concern which employers voice about the flexibility of 
older employees is one major factor explaining why the highest encouragement of early 
retirement is found amongst European employers.
Despite the relatively positive picture which the Harper et al. (ibid.) findings paint, many other 
studies disclose evidence of significant negative stereotyping and age related discrimination 
in the societal and workplace reality. Levy and Banaji (2004) have found discrimination 
against older people to be more entrenched than any other form of contemporary 
discrimination. In fact, age prejudice appears to be still socially acceptable (Nelson 2002; 
2005). Supporting these findings, Ray et al. (2006) discovered in their study in the UK, that 
ageism is seen as a form of ‘benevolent prejudice’ which is likely to be more hidden than the 
more hostile forms of discrimination. The ‘benevolent prejudice’ stereotypes older people in 
general as friendly, moral and admirable, but less capable and intelligent. Older people are 
seen as ‘doddery but dear’.
Thus, the reality in the workplace seems to reflect that of the larger society. This is in spite of 
some long standing and more recently introduced anti-age discrimination laws (e.g. the Age 
Discrimination in Employment Act of 1967 or the 2006 European Employment Directive). 
Studies suggest that ongoing and often hidden age discrimination against mature workers is 
deeply embedded in the cultures, policies and practices of many organizations (Taylor 2006; 
Harper 2006; Harper et al. 2006, p. 32; Hollywood et al. 2003). With the population growing 
older, it is expected that related charges, which merely mark the top of an iceberg, will rise 
(e.g. Nicholson 2003). Sure enough, the statistics of the U.S. Equal Employment Opportunity 
Commission (2009) depict a considerable increase in the amount of filed age discrimination 
charges throughout the past ten years (Figure 3.1.).
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Figure 3.1. Number of filed private sector age discrimination claims between years 
1999 - 2009 based on statistics by the U.S. Equal Employment Opportunity 
Commission (2009).
It is ironical, that stereotypical attitudes appear to have hardly changed since the 1950s 
(Harper 1989; Harper et al. 2006). Can it be, that we are in earnest still guided by the 
assumptions underpinning Belbin’s ‘Methods of Training Older Workers’ (1958) or Kirchner’s 
and Dunnette’s ‘Attitudes Towards Older Workers’ (1954)? Lindley (1999) rightfully argues 
that many of these and related stereotypes of older employees are not only outdated but 
simply incorrect. Yet, the sustained prevalence of disadvantageous ageist stereotypes could 
imply that employers simply lack the willingness and need to appreciate mature employees 
as a diverse group of individuals with a broad array of capabilities. Up until today, there has 
not really been an imminent need for most businesses to do so.
On the other hand, the existence of these perceptions could also imply that management and 
human resources professionals lack valid knowledge about the potential of mature workers. 
Instead, there are considerable amounts of myths amongst employers around ageing and 
performance capacity. The latter is understandable since the linkage between ageing, 
performance and productivity provides indeed for conflicting potential. The same applies for 
ageing and creativity. Considering that a change in attitudes and perceptions is 
indispensable, gaining a better understanding of related findings is essential. Thus, in the 
next sections some of the available cognitions will be discussed.
3.3. Findings related to age(ing) and work related abilities
The so-called ‘deficit model’ is one of the more tenacious beliefs which is still around many 
human resource professionals. The Ageing and Employment Report (Warwick et al. 2006, p. 
114) explains that this construct was developed following psychological surveys in the 1970s 
and was based on intelligence tests in which younger subjects scored higher than the older 
ones. As it is, research literature provides only scarce empirical evidence, primarily on an
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individual level, confirming the view that those over 50 are less able to perform in today’s 
economic activity than their younger colleagues. The general assumption amongst experts is 
that certain dimensions of ageing are considered to grow and expand over time, while others 
decline. Some of the gradually declining physical features include vision, hearing, and 
balance (Dytchwald et al. 2006, p. 38). Reaction time is also described as one of the features 
which may slow with age, while knowledge of world events and wisdom may expand (ibid. 
39).
One of the more robust findings in the ageing literature is, that older adults indeed 
consistently perform slower than younger adults on many psychomotoric and cognitive tasks 
(Bolstad and Hess 2000; Munk 2003; Shaie et al. 2004). Noteworthy is that the slowing 
process is observed to commence already in young adulthood and to progress with age. 
Based on a series of studies, deZwart et al. (1998) concluded that in many occupations an 
individual age-related decrement in the area of sensory-motoric speed can be identified. Yet, 
the relevance ascribed to this slowing is directly dependent on the work requirements (Munk 
2003).
When it comes to ageing and cognitive abilities, a study by Riekse and Holstege (1996, p. 
93) identified that decreases in intelligence are modest until persons reach their eighties. 
When comparing with those aged 25, there is virtually no decline in verbal ability at age 88. 
Yet, there is clear evidence of decline in inductive reasoning, verbal memory, spatial 
orientation, and numeric ability. While this decline can be attributed to the slowing of 
processing ability and response speed, some of the following core variables are argued to 
increase the likelihood, that mental abilities will be maintained in old age;
• Absence of chronic debilitating diseases, such as cardiovascular disease (it should 
be noted here, that psychosocial stress at work has been linked in a number of 
studies to the emergence of coronary heart disease (Chandola et al. 2007))
• Occupational status that requires high complexity in employment
• Substantial involvement in activities typically available in complex and stimulating 
environments, such as extensive reading habits, continuing education, and 
participation in professional associations
• Flexible personality at mid-life
• Higher than average educational background
• Higher socioeconomic status; above-average income.
Confirming the findings of Riekse and Holstege (1996), the one-of-its kind Seattle 
Longitudinal Study, which has been conducted since 1956 at seven-year intervals by Dr. 
Shaie and his colleagues, reported, that a decline in most measurable mental abilities is not
30
reliably observed before age 60 (Shaie et al. 2004). However, the data provided some 
substantiation to the notion that fluid abilities (learning, perceptual speed and reasoning) 
have a tendency to decrease earlier over the life cycle i.e. beginning as early as with 30 to 40 
years of age. The decline in crystallized ones (size of vocabulary and semantic meaning) 
commences later i.e. on average around 60-70 years of age. Yet, the ibid. Schaie et al. study 
cautions, that the ability by age and ability by cohort interactions complicate drawing general 
conclusions.
Supporting some of the findings from Schaie et al. (ibid.), Grady et al. (2006) bring evidence 
of age-related changes in brain activity over the adult life-span which could have an impact 
on performance. They conducted a study with the help of magnetic resonance imaging to 
examine the possible correlations between age and brain activity. The outcomes indicate a 
gradual age-related reduction in the ability to suspend irrelevant information and to engage 
areas for carrying out memory tasks. Numerous other laboratory studies on cognitive ageing 
demonstrate that older people are less effective than younger ones in performing complex 
tasks involving information processing, especially under time pressure over which the 
individual has no control (Munk 2003; Salthouse et al. 1996; Schaie 1996). Nevertheless, the 
decline manifests itself fortunately as an insignificant one until the early 60s with a small 
probability for adults in late career to experience specific challenges with activities where two 
sets of mental operations are performed at the same time (Kramer and Larish 1996).
Yet, an intriguing finding is that while older employees are found to score lower than their 
younger colleagues in laboratory tests, they are found to be superior in production 
performance (Munck 2003). Studies in professional contexts, as opposed to laboratory- 
based ones, have demonstrated, that even where complex decision making under time 
pressure is expected, there is no evidence of age-related decline in performance (Haier et al.
2005). There is also evidence to support the position that the quality of decision making 
tends to improve with expertise, experience, and age. There, where the relevance of 
expertise and experience to task completion are dependent on the nature and complexity of 
the undertaking, these can be enough to outmatch the impact on processing time that may 
be associated with age (Bolstad and Hess 2000, p. 283.) This means, that the potential 
influence of such a decline on performance can often be counteracted by expertise as more 
experienced employees are likely to possess a wider range of effective performance 
strategies to support the completion of the task (deZwart et al. 1998; Bolstad and Hess 2000, 
p. 283). Studies have witnessed mature employees being able to master uncertain situations 
more successfully due to their tacit and experience-based knowledge. Furthermore, they 
have been found to be more capable to convert their knowledge into strategies (Hôrwick 
2003; Krenn and Oehlke 2001 ; Tikkanen et al. 2002).
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A particularly noteworthy finding in light of the previous is that experienced and mature 
employees are known to have strong preferences for holistic approaches as epistemic 
platforms for their actions. Hence, Tikkanen et al. (2002) have found evidence to confirm that 
the extent to which seasoned employees support and actively participate in change is directly 
associated with the degree of their understanding of and involvement in the process. It 
appears that even the persistent general proposition that older and more senior employees 
are inflexible and resist change in the workplace cannot be attributed to a reduction in 
capacities brought by ageing per se. Instead, potential resistance should first and foremost 
be taken as a need for a more integrated comprehension of the whole.
It is important that all of these findings which have been discussed up until this point are 
viewed in the context of the changing nature of work. For example, Richard Johnson, 
principal research associate at the Urban Institute, estimates that already 69 percent of the 
jobs in the United States require cognitive skills. He expects jobs demanding reasoning, 
thinking, problem-solving and innovative solutions to increase. According to Johnson, 
educated people ages 50 to 64 do them efficiently. Based on a statistically validated report 
which combines numerous research studies of employee performance from ages 20 to 65, 
Johnson furthermore concludes, that ‘there is no correlation between age and job 
performance’ (Johnson c. 2008; cited by Grossman 2008).
Consistent with Johnson, a growing number of researchers dispute the assumption, that age- 
related changes have negative implications for performance capacity. Multiple research 
findings suggest a range from ‘no’ to ‘no significant’ age-related downward trend in work 
abilities and performance (llmarinen 2004; 2006; Lindley 1999; Munk 2003; Stoney and 
Roberts 2003; Warr 1994). A common finding of meta-analysis in studies is that, there is no 
correlation between performance effectiveness and age (Casey 1992; Saba and Guerin 
2005; Sterns and Miklos 1995).
Reviewing the literature on age-related performance, Agarwal and DeGroote (1998 p. 42 - 
52) concluded that individual differences existed in all age groups and these can better 
explain performance differences than variations in age groups. This inference supported the 
findings of Warr (1994). When it comes to the impact on the organizational as opposed to 
individual level, Warr (ibid.) has shown that the variations within age groups by far exceed 
those across age groups. Nevertheless, an important finding from evidence-based studies is 
that ageing as such increases the individual differences in all occupations (Gould et al. 2008; 
llmarinen 2001; llmarinen and Rantanen 1999).
Informed by the available understandings, it appears more than legitimate to conclude, that
chronological age does not perfectly correlate with functional age since two individuals may
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be of the same age, but differ in their mental and physical capacities. Yet, Dytchwald et al. 
(2006, p. 38) rightfully remind, that the slow attrition of every individual’s physical and 
cognitive abilities are seen as a part of the natural ageing process. However, as health and 
longevity are improved, the timing and pace of these physical changes are delayed. And this 
is where health, physical activity and life style promotion strategies have been identified to 
play a central role in promoting and extending work ability among mature and older workers 
(llmarinen and Rantanen 1999).
3.4. Age(ing) and productivity concerns
Not only are work related characteristics attributed to different age groups, but age and 
ageing are also strongly linked to productivity worries. Since productivity is a core indicator 
for evaluating the performance and achievement potential of an organization, this concern is 
of particular relevance.
The outcomes of a survey (Munnell et al. 2006) conducted in 2006 in the US amongst 400 
private sector employers concluded, that employers view older white-collar workers as ‘more 
productive’ and ‘more attractive’ than their younger colleagues. Although the costs related to 
employing these individuals is a concern (see 3.6.) they are, nevertheless perceived as more 
productive and herewith more likely to be worth the investment. Consequently, Munnell et al. 
(ibid.) consider older professionals and managers to have reasonable prospects for 
extending their working life.
When viewing these findings, it is important to differentiate between the white-collar and 
rank-and-file workers. The latter group received lower scores on attraction and productivity 
related items. Interesting is also, that employers with a younger workforce were distinctly less 
attracted to older rank-and-file workers. Furthermore, older respondents were more positive 
in their views about older employees -  an aspect confirmed by numerous other studies 
(Henkens 2005; Furunes and Mykletun 2005). If this linkage continues into the future, 
perhaps the environment will become increasingly receptive to older workers with many older 
decision-makers around as a result of the ageing phenomenon.
An analysis covering 10 selected OECD countries came to a less favourable overall 
conclusion. The study revealed, that the majority of employers expect older workers to be 
less productive and appreciate early exit from the workforce as a peaceful means to allow 
the necessary restructuring of their workforce (Ebbinghaus 2006, p. 5). This prevalent 
diminished productivity view assumes that productivity evens out or even declines towards 
the end of an individual’s working lifespan (Casey 1997). Striking in this respect are the 
results of a study by Gelderblom and de Koning (2002) which demonstrate, that the
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immediate supervisors and managers pay less attention to their older employees. This has 
direct consequences on their performance. As older workers are believed to have declining 
marginal productivity, ‘buying them out’ of the workplace and replacing them by younger 
ones can be seen as a justified measure to support the improvement of overall labour 
productivity and reduce related costs (Ebbinghaus 2006, p. 29). This reinforces the already 
proposed supposition, that instead of treating older employees in strategic considerations as 
valuable assets to ensure longterm comptetiteveness, and seeking ways to ensure their 
strong integration into the workforce mix, this cohort remains a ‘transposable commodity’ and 
a ‘liability to be minimized’.
3.4.1. Challenging the diminished productivity view
Employers often assume that older employees are still less resilient and efficient than their 
younger colleagues (EQUAL 2005). Does research provide support for such productivity 
related concerns? Can we expect older employees in general to be less productive than their 
younger colleagues? When it comes to resilience, contrary to popular misconception around 
impairment, workers over age fifty-five do not sustain more injuries or absences than their 
younger counterparts. However, when ill or injured, the recovery times within this cohort of 
employees are longer (Dytchwald et al. 2006, p. 38; Flüter-Hoffmann 2006).
An American Association for Retired Person’s Study (AARP 2000) related to the productivity 
of older workers suggests that while their abilities and capacities potentially diminish, this 
does not result in low productivity. Moreover, based on their extensive job- and task-related 
knowledge and experience, mature workers can often compensate for the shortcomings by 
the selection of tasks, differentiating between the irrelevant and relevant, setting their focus 
on essential decisions and actions, optimizing the use of relevant skills and herewith working 
smarter (Baltes and 1997). These are by large the exact features which are in demand in 
today’s labour market. When, in the AARP 2000 Study, employers were requested to 
prioritize the qualities they were seeking in new employees generally and the qualities 
exhibited by their already employed mature workforce, the two lists corresponded 
remarkably. Traits such as commitment, reliability, performance and basic skills received 
high rankings in both inquiry areas (AARP 2000; Dytchwald et al. 2006, p. 38). These very 
same attributes have been frequently ascribed to older employees throughout the past 20 
years (Munnell et al. 2006; Hunt 1992) and are increasingly the features sought in knowledge 
driven organizations with flat hierarchies, reliance on committed and self-driven knowledge 
workers, and a leadership characterized by a short power distance.
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Just like studies have been unable to substantiate the deficit-assumption (see 3.3.), also 
gerontological research has been unable to confirm the diminished productivity claim. 
Dytchwald et al. (2006, p. 38 - 40) stand up to the conviction that whether an older worker 
will be as productive as a younger one depends on the job and the individual. “ There are 
occupations in which, older employees may work less swiftly, struggle with physically 
strenuous tasks, learn unfamiliar material more slowly, and have more difficulty juggling 
many tasks at once.” Yet, there are also roles where mature employees posses a distinctive 
asset with the ability to apply the wealth of their tacit, experienced based knowledge, which 
has been accumulated over the years. Hunt (1992, p. 5) indeed argues that an experienced 
employee will outperform the novice and that performance will increase with experience 
always whenever knowledge, skill and practice are relevant to the job. Being familiar with the 
scene and having experience are particularly advantageous in building confidence; the 
individuals know they can do the job.
3.5. Age(ing) and decline in creativity and innovative capacity
Employers link older employees not only to lower productivity but also to lower 
innovativeness (Lindley and Duell 2006, p. 14; Harper et al. 2006; Hayward et al. 1997; 
Munnell et al. 2006). As Simonton (1991, p. 13) describes “all too often the years in the latter 
part of life are seen as a decline in creative powers”.
In addition to ensuring a high level of productivity, building on the power of creativity and 
innovation are regarded as the best prospects to maintain an economical lead in times of 
tightening global competition. They are viewed now, more than ever, as stimuli to economic 
growth and a major component of competitive advantage (Lukas and Ferrell 2000). It is in 
this context that creativity is regarded as the process of generating novel and useful ideas 
whereby innovation is classified as the implementation of ideas (Amabile 1998; Fagerberg 
2004; West 2002).
In literature, creativity is seen as a necessary condition for an organization’s innovation, 
effectiveness, and long-term survival. It facilitates adjustments to shifting environmental 
conditions and enables seizing advantages of emerging opportunities (Oldham 2002; Shalley 
et al. 2004). It is the starting point for invention and innovation (Amabile et al. 1996) and 
innovation, in return is both and end and a means of achieving sustainable competitiveness 
(Barret and Sexton 2006, p. 333). Originally, creativity has been studied in arts and social 
sciences. Today, economists and organizational psychologists are increasingly interested in 
understanding how creativity and innovation can be enhanced to drive enterprise 
effectiveness and business competitiveness.
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Creativity and inventions have traditionally been linked to youth. A review of New Zealand 
literature by Davey (2007) revealed that employers hold persistent assumptions about older 
employees not being creative and therefore not generating new ideas. As already referred to 
earlier, this perception appears to be widely spread amongst employers around the world 
(Casey 1992; Harper et al. 2006; Hayward et al. 1997; Munnell et al. 2006; Taylor and 
Walker 1994). Mature workers being set in their ways, not being receptive to change and 
lacking creativity as well as innovation is frequented amongst employers and recruiters. Not 
surprisingly, a study by Drake (1999) in Australia disclosed, that due to these particular 
perceptions, as many as 70 percent of Australian companies would retrench executives over 
the age of 50 in preference to retrenching younger employees.
Even some scholars fear that long working experience and task-specific knowledge, skills, 
and routines are detrimental for creativity. These features are connected with habitual 
behaviours and a preference to tackle problems in the usual way (Ford and Gioia 2000; 
Gilson and Shalley 2004). Yet, a number of researchers insist that experience and domain­
relevant skills and knowledge are pivotal to creativity. They can furthermore allow older 
employees to free mental capacity for creative problem solving (Amabile 1998; Weisberg 
1999; Ohly et al. 2006). Consequently, the expertise of an individual, his/her creative thinking 
ability, and his/her motivation to be creative are explained as the three distinct components 
of creativity (Amabile 1998).
In light of the anticipated shortage of knowledge workers and rise in the median age of the 
workforce, companies are increasingly concerned about how and to which extent the ageing 
of the workforce will potentially impact their ability to be creative, innovate, and take 
advantage of innovations.
3.5.1. Challenging the concerns around creativity and innovative capacity
The impact of age on creativity has been studied scientifically already for more than half of a 
century. Two understandings have oftentimes emanated from the research. The one links 
creativity to age-independent personality traits which are prevalent throughout the life-span 
(e.g. Barron 1969; Eysenck 1993). The other one supports the diminished productivity view 
and purports that in all creative fields, a creator’s productivity is bound to develop, reach a 
peak age of creative productivity, and then undergo a tendency to decline throughout the rest 
of the lifespan until the output is about half the rate of the peak (Cole 1979; Dennis 1996; 
Lehman 1953).
A study by Simonton (1991) and a meta-analytic research by Eder and Sawyer (2007) both 
came to the conclusion, that age is ultimately unrelated to creativity. Nevertheless, since the
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latter ones identified a significant variability across studies in the empirical relationships 
between age and creativity, they proposed, that the relationship is moderated by specific 
conditions. In fact, Shalley and Gilson (2004) maintain that there are two main variables 
which determine the creative and innovative behaviour of an employee: the person’s 
predisposition to risk (the individual factor) and the organizational culture where the person 
works (the organizational context factor). This is in line with the understanding of Bandura 
(1997, p. 206) who emphasizes that the level of creativity and innovation does not depend 
exclusively on what occurs internal to the individual, but is affected by the collective attributes 
of the work environment or organizational culture and how it manages itself. Some of these 
organizational conditions which have been associated with the creativity of the ageing are 
discussed in Chapter 4.3.4.4.1.
To acquire a better understanding of the plausible effects of an aging workforce on 
innovative capacity, a comprehensive literature review of the subject was also conducted by 
the Skills Research Initiative, set off by the Canadian government (SRI 2008). In addition to 
the relevance of predispositional and organizational factors, the work concluded that there is 
a very broad range of skills involved in innovation. Yet, they admitted that a lot remains still to 
be discovered regarding what skills are actually most relevant for innovation and how they 
relate to age.
While the SRI (2008) outcomes are unlikely to provide clarity for management practitioners, 
the work of economist David Galenson (2004) offers a helpful point of reference. His 
research in the area of innovation and age distinguishes between two forms of creativity and 
consequently between two kinds of innovators -  the conceptual and experimental. 
Conceptual innovations derive from perspectives that are not chained to traditional ways of 
thinking or doing things. According to Galenson (2004 p. 3) “these often constitute immediate 
and radical changes in basic conventions of their disciplines.” Conceptual innovators work 
deductively and frequently make their most important contributions early in their careers. 
Research by Weinberg (2006) confirms that individuals contributing to new scientific 
paradigms tend to have been exposed to them during their formative professional years.
On the other hand, experimental innovation encompasses new ideas that are an extension of 
current practise and result from a lifetime of observation and learning. Experimental 
innovators work inductively, accumulating knowledge from trial-and-error experiments, and 
tend to do their most important work later in their careers after long chains of experimentation 
(Galenson 2004; Weinberg 2006). Weinberg (2006) discovered that older individuals 
frequently make the contributions which trigger innovative revolutions. Such being, the role of 
mature employees in innovative processes appears central.
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The proportion of conceptual innovators, who tend to be most creative when young and 
experimental innovators, who tend to be most creative later in their careers, vary across 
fields (Weinberg 2006; Weinberg and Galenson 2005). While the nature and timing of 
inventions is essential, of growing importance for businesses is their ability to increase the 
number of employees’ years of peak creativeness. The extension of the creative lifespan has 
a direct positive impact on top-line growth perspectives. And it is in this context, that a recent 
study by Kellogg professor Benjamin Jones (2005) sheds interesting light on the linkage 
between age and inventions. The findings include that
• the age at which innovators in the sciences and industry do important work has been 
continuously increasing over the 20th century. Prior to 1935, the peak was age 36.5. 
After 1965, the peak age was 40,
• the onset of the peak productive years has moved up,
• the age at which innovation declines has also increased. Prior to 1935, the drop off 
was at 51 ; after 1965 it was at 55.
Jones’ research, which takes into account a number of individual and collective determinants 
of creative productivity, accounts the rapidly increasing accumulation of knowledge over time 
to generating a burden of knowledge at the same time. “ While later generations have the 
advantage of being able to see further by standing on the shoulders of giants, they suffer 
from having longer climbs. With technology becoming more complex and more years 
required to master the larger body of knowledge, the age of peak invention has increased 
over the last 100 years" (Jones 2005; cited by Weinberg 2006).
A further significant finding for concerned employers is that for employees, who are past the 
peak age of creativity, the actual creativity drop-off is mostly minimal (Lehman 1953; Abt 
1983; Simonton 1988). There is strong evidence that the level of creative productivity can be 
subject to substantial renaissance in the later years of life (Simonton 1988). In fact, there is 
often resurgence in creative output after the late sixties (Adams-Price 1998). In a 2006 
conference on innovation and creativity a dozen of renowned experts, with the support of the 
Alfred Sloan Foundation, concluded that older individuals are often highly creative (NBER
2006). Alike with productivity in general, what is known about creativity in later life is that 
individual differences in creative potential are so substantial, that they by far exceed the 
impact of ageing itself (Simonton 1998).
Hence, as businesses are bound to seek ways to extend the creative lifespan of an 
employee, management has alternative, yet complementing, routes at its disposal. Efforts
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can be directed towards shortening the time it takes to reach peak creative levels early in a 
career and/or extending the number of years at the mature end of the career. For the 
majority of companies, the latter alternative still remains a scarcely frequented avenue 
despite the fact, that these large employee cohorts possess an immeasurably wide source of 
knowledge as well as in-depth expertise and abilities to build innovations on. From an 
economic and competitive perspective, it appears unthrifty to ignore the innovative potential 
mature employees could provide for.
Occupied by the latter reality, and in a subsequent attempt to understand why employers link 
innovation so strongly to youth, the author tried to locate some data suggesting, that perhaps 
the form and outcome of conceptual innovation is valued more by employers than those of 
experimental innovation. Would there be any evidence supporting, that conceptual 
innovations translate into a higher surge in share price, more favourable projections for 
revenue growth, increase in share of voice and/or stronger overall company branding? 
Perhaps due to the relatively recent emergence of these distinctions in literature, related 
studies were not available. Maybe this is an area worthwhile investigating in the future to 
gain better comprehension of enterprise realities and whether the forms of innovation have a 
varying value proposition.
One can only observe that in general there is a concentration in research on the quantitative 
aspects of creativity and innovation; the number of new ideas is used as a dimension to 
measure divergent thinking as an enabler for creative outcomes. If employers were to 
concentrate on this quantitative side, then there is in fact scientific evidence confirming, that 
adults experience a decrease in divergent thinking, in their ability to generate a quantity of 
novel ideas (Kerka 1999). Nevertheless, if a life-span developmental approach to creativity is 
applied, the views could be subject to considerable revision. As individuals age, they 
experience an increase in crystallized intelligence and in integrative, convergent thinking. 
This is believed to result in a qualitative change in the creative process (Sasser-Coen 1993). 
The outcomes of a study by Binnewies et al. study (2008) provide evidence for such a 
relationship between age and qualitative as opposed to quantitative idea creativity. If 
employers were also to consider the qualitative value of the creative ideas, the prevalent 
age-related innovation concerns could be challenged.
Given all the findings, and providing that older employees have a certain level of domain 
relevant expertise, they certainly appear to possess the capacity to engage in a variety of 
creative and innovation enabling behaviour. After all, instead of age, it seems to be a 
confluence of personal disposition, attitude, knowledge, skills and to a large extent the social
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environment that impact creativity over the life span (e.g. Adams-Price 1998; Sasser Coen 
1992). Thus, employees’ ageing, an overall older workforce, and extending worklife should 
not in themselves pose a threat to creativity or innovation for today’s business.
3.6. Ageing employees and increased cost burden
In addition to worries around lower productivity and innovative capacity, the financial impact 
of employing older employees continues to be a pervasive concern amongst employers 
across geographies. A study performed by Remery et al. (2001) found that many executives 
associate an increase in the average age of their workforce with higher labour costs. This 
preoccupation was also confirmed in an extensive international research report compiled by 
Lindley and Duell (2006).
Such concerns are not arbitrary given the prevalent schemes which are used to calculate 
and estimate the total cost of employment. It is standard practice to apply the logic of adding 
together at least the (increased) salary, legally required benefits, insurance benefits, pension 
costs, and incurred cumulative paid time off. Skladany (2008) rightfully points out that as a 
result of these formulas, the mature and tenured cohorts appear more expensive than others 
and become prime targets for labour-cost reduction via downsizing. However, he claims that 
depending on the source, the effective compensation and benefits costs of older employees 
exceed those of younger ones only by 1-10 percent on average. It is at this point that the 
researcher has to admit that so far she has not come across any surveys which would 
indicate that older employees would be less or equally expensive as their younger 
colleagues when basing the comparisons on direct compensation.
Ebbinghaus (2006, p. 31) notes that especially employment contracts based on seniority 
wage and tenure are known to add pressure on employers to shed older workers in an effort 
to reduce labour costs. In line with the efficiency wage theory (Sorensen 1994), seniority 
wages have been frequented as a financial lever to retain and motivate skilled mature 
workers over their tenure with the enterprise (Ebbinghaus 2006, p. 31). It is perhaps not at all 
far-fetched to presume that a seniority wage equivalent structure could resurge in an attempt 
to retain certain groups of knowledge workers. Skirbekk (2003) hypothesizes, that with the 
ageing of the labourforce, a continuation of any seniority based-like compensation practices 
could lead to older employees’ salaries exceeding their productivity levels i.e. to a 
considerable discrepancy between the age earnings profile and the age productivity profile. 
With the share of older employees increasing, this would not only justify excluding older 
employees from the workforce at some point in time, but would also have an adverse 
economic impact.
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Yet, cross-sectional studies indicate a noteworthy reversal counteracting the prospect of a 
salary increase continuum at a larger scale. The age-earnings are found to peak around the 
age of 50 in the majority of OECD countries. Wages rise, on average, until around 50 and 
then level off or decline somewhat, showing an asymmetric hump-shaped relationship 
between age and wage (Ebbinghaus 2006, p. 31). In addition to these OECD (2006) age- 
earning schedule findings, the cost analysis and projections should also consider the 
assumed impact of the cohort size on the development of wages. Research and econometric 
estimates generated by Sapozhnikov and Triest (2007) provide strong empirical evidence, 
that one’s birth cohort size has a quantitatively relevant impact on wages throughout an 
employee’s working life. Regardless of gender, members of relatively large cohorts earn 
significantly lower wages than members of smaller cohorts at all stages of their career 
lifecycle. Based on these estimates, it could be expected that an increase in the relative 
supply of older workers amid the greying of the workforce would lower the wage premium 
paid for older, more experienced employees.
Also the Towers Perrin/AARP (2005) report challenges the traditional cost accounting 
approach as disregarding several meaningful economic considerations. The document 
supports the view, that older workers should be compensated for their accumulated value 
resulting from their extensive work experience. To substantiate this standpoint, the report 
refers to the increasing evidence, that older workers have superior customer relations skills, 
are equally or more productive, have fewer absences, exhibit greater motivation and 
engagement, require lower training costs, and are less likely to leave a job after a short while 
than their younger counterparts. As to the last feature, any cross-sectional data of North 
American workers confirms that labour market flows are highly concentrated among young 
workers (Kuhn 2003, p. 8). Supported by many survey results, the Towers Perrin/AARP 
(2005) report furthermore argues, that the motivation and engagement related behaviours 
are observed in employees aged 50+ regardless of their length of service and add weight to 
the capability of older workers to function in demanding environments. While older workers 
may require additional time to learn a new skill or process, evidence indicates they are willing 
to learn, exhibit higher learning achievement, and are far more likely to complete a new field 
of study than their younger counterparts.
In light of all the above the report voices loud critique towards the decision makers who 
continue to focus on the traditional compensation cost (e.g. total cost of employment) and not 
the economic value of these older workers. For those determining the business case for 
older employees and considering the proportional increase of wages in relation to 
productivity over the employee’s life-cycle, this extensive analysis (ibid.) concludes, that
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older workers are both profitable and productive. A study by Morton et al. (2005) adds, that in 
many cases the turnover costs associated with hiring and training a new employee outweigh 
the incremental increases in compensation and benefits required to benefit a mature age 
employee. Paradoxically, this is exactly the area where age-related financial burdens are 
known to become more costly in all developed economies (Kuhn 2002, p. 42-43). 
Replacement costs can range at least between 150-300 percent of the departing annual 
compensation of the employee depending on their level of responsibility and tenure with the 
company. Continuing with the practise of such short-term replacement strategies can result 
in unintended financial outcomes (Cappelli 2008).
3.7. Re-capping the underpinning Human Resource philosophy and related 
reality
A large percentage of the workforce will retire in the next decade. Even with the forewarnings 
of luring skills shortages, labour scarceness and the predictions for a significant loss of 
organizational memory, it appears, that organizations are not preparing themselves actively 
to address the challenges resulting from workers greying and exiting (Peterson and Spiker 
2005, p. 153). Corporate focus on middle-aged and older employees is often limited. 
Programmes to retain, retrain, integrate and further develop these groups are sparse or 
nonexistent (Chui et al. 2001 ; Henkens 2005; Taylor and Walker 1998). Instead, employers 
across nations and industries have been successful over centuries in establishing practices 
which encourage mature employees prematurely out of the workforce (Ebbinghaus 2006).
Based on the sparse available data, it seems not too bold to contend, that older employees 
as a noteworthy stakeholder group is still kept aloof from the majority of enterprise strategies, 
apart from receiving high attention in terms of replacement considerations and the financial 
impact of possible pension liabilities. Such strategies appear not to have seriously 
considered how the cohort of mature employees could play an active role in sustaining and 
improving competitiveness in business and equipping enterprises for forecasted shifts in the 
future. This could signify, that instead of valueing older employees as assets and contributors 
to longterm comptetitiveness, if anything, this cohort is regarded as a ‘transposable 
commodity’ to be replaced
And yet, research on ageing in the fields of psychology and the social sciences in general 
has irrefutably demonstrated that -  at least until people reach statutory retirement age -  it is 
not as a rule biological age as such which is responsible for the performance problems which 
can occur as employees grow older, but primarily the long-term impact of working conditions 
(Ministry of Social Affairs and Health 2002, p. 6). Ageing has either not been found to
constitute a threat for creativity or innovation. On the contrary; studies reveal, that older
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individuals are often highly creative and productive (Jones 2005; NBER 2006) especially in 
terms of experimental innovation i.e. ideas that emerge from a life time of observation and 
learning (Galenson 2004; Weinberg 2006). Instead of depending on the individual’s 
disposition, both performance and creativity in the workplace are by and large linked to 
organizational aspects and as such vastly influenced by management.
Furthermore, the widespread concern that employing older employees can lead to a 
considerable discrepancy between the age earnings profile and the age productivity profile 
(Skirkbekk 2005) as well as result in higher labour costs is contested. Older workers are 
found to be both profitable and productive (Towers Perrin/AARP 2005). Similarly the 
justification of practices throughout the past few decades which have explained and 
promoted older employees’ exit as a means to support the employment of younger ones is 
disputed. An in-depth empirical study by Kalwij et al. (2009, p. 1-10) examined the nexus 
between employment of older and younger workers based on data covering 22 OECD 
countries over the period of 1960-2004. It revealed that prolonging older employees’ stay in 
the workforce has so far not and will not bare adverse effects on the employment of others. 
First of all, there is no empirical support for younger and older employees being substitutes -  
if at all, they rather complement each other. Secondly, policies to encourage longer 
employment and discourage early retirement rather have small positive effects on the 
employment of younger (16-24) and prime age people (25-54).
Although an increasing number of empirical evidence fails to support the deficit-model, the 
age-related ‘diminished productivity’ thesis and an age-related decline in innovative capacity, 
employers, in particular human resource managers, appear to be strongly fixated in their 
contrary beliefs (Capgemini 2005; Jespen et al. 2002). As such, many of the age-related 
practices and policies referred to in this chapter can be said to be a relict from the past. It is 
more than unlikely that these practices and policies can be considered as appropriate 
prerequisites to address the conditions and challenges of this century. They were shaped 
during an era when major sectoral decline, an excess supply of younger workers and high 
unemployment especially amongst the young were a major concern (Buck and Dworschak 
2003, p. 10; Robson 2001) and when the educational level of the more mature employees 
was not at its present high.
Given the findings, one cannot but accord with Davey’s (2007, p. 76) conclusion that a 
prerequisite for transforming the operational culture of the organization is the abolishing of a 
human resources philosophy underpinned by a ‘depreciation model’ (Yeatts et al. 2000). This 
construct suggests that a worker’s value to the organization peaks, reaches a plateau mid­
career, and finally steadily declines. Instead, to address the workforce challenges of the 21st
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century, it is pivotal to view all employees, regardless of age, as assets whose continued 
capacity to contribute and innovate can be sustained by supporting their overall work ability 
throughout their working life span (see 5.2.). Taylor and Walker (1998) have indeed 
indicated, that there where senior managers and human resource professionals have sought 
with success to influence the operational culture of the organization, older employees have 
experienced increased opportunities with regard to employment and promotion. This implies 
that positive attitudes have been accompanied with encouraging and supportive actions.
The relevance of positive attitudes being followed by corresponding actions is revealed by 
the outcomes of two independent inquiries. The ibid. Taylor and Walker investigation 
discovered that employers’ generally positive attitudes towards older employees are not 
necessarily met with actions to retain them. Also another large global survey (Harper et al. 
2006; HSBC 2007) into attitudes towards ageing and retirement revealed, that while 
fortunately 49 percent of the world's employers recognise that older workers are just as 
productive and motivated as younger ones, unfortunately most are not doing enough to 
retain older employees, make use of the opportunity they present, let alone improve their 
working experience. As a consequence, older employees can often be held back from 
realizing their potential at work as a result from what can be perceived not only as 
inactiveness but moreso as age-discriminating policies and practices (AARP and Towers 
Perrin 2007). And such shortsighted approaches may well backfire and undermine the 
performance and innovative capacity of organizations.
Dytchwald et al. (2006, p. 36) express their worry about the consequences of the kind of 
indifferent attitudes, behaviours, and practices towards greying employees which can be 
encountered in today’s organizations. They claim that it will not be feasible to cultivate an 
environment which welcomes and values mature workers overnight and to successfully 
reverse the decades long practices. A similar assumption could be extended to the dilemma 
of seizing critical knowledge; it is equally unlikely, that employers will find instant ways to 
capture competitive intellectual capital as knowledgeable employees exit the workforce. 
Hence, DeLong (2004, p. 18) cautions, that organizations are bound to face challenges as 
they bleed technical, scientific, and managerial know-how at unprecedented rates. And 
Childs (2005) adds, that the cost of continued inaction or poor practices can accumulate 
further significant indirect costs such as loss of organizational reputation and inability to 
attract high-quality employees.
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4. EMPLOYEE RELATED FACTORS IN FOCUS
The previous chapter has focused primarily on factors which are related to and/or driven by 
the employer and have the potential to foster and/or hamper capitalizing on the performance 
and innovative potential of seasoned employees and sustaining them as valuable 
contributors in the workforce.
The purpose of this chapter is to explore literature which could help to understand the 
employee side of the work experience equation. The review first covers some assumptions, 
findings and factors of relevance regarding early withdrawal from the workforce. It then 
moves on to examining determinants impacting further behaviours associated with work. 
Hence, theories of work related values and orientation to work, motivation, job satisfaction 
and engagement are viewed in light of age related findings and their ability to predict work 
related behaviours. In addition, the significance of well-being at work and related 
psychosocial factors, the prominence of stress, the role of family-friendly and flexible 
practices, as well as the importance of development opportunities are discussed. All of these 
offer a variety of options to look into when seeking to assess and improve work related 
experiences, productivity and innovation throughout an individual’s working lifecycle.
Since many of the past and prevalent employee related factors are intertwined with the 
employer related variables, also the latter ones will be referred to where of relevance. 
Ultimately, to sustain in the increasingly competitive markets, it will become important for 
employers to comprehend the employee side and to use employee feedback to enhance the 
quality and attractiveness of the working experience and the will and ability of individuals to 
perform, innovate, and extend their contributions in an organization.
4.1. Prevailing employee attitudes towards early exit and retirement
As already discussed in 3.1., in addition to managers, human resource professionals, and 
works councils, in many cases even employees themselves tend to back early retirement 
schemes under the pretext of providing younger job seekers with employment opportunities. 
Employees and their representatives see early retirement as a preferable way around 
economic exigencies but also as an earned social right (Ebbinghaus 2006, p. 5).
Early exit from the workforce has become almost standard practise for employees in the 
industrialized countries. Large cohorts of baby-boomers are now preparing or heading 
towards retirement, pushed by major organizational upheaval, work overload, and especially 
by a culture of early departure rooted in the workplace as a result of numerous early
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retirement programmes (Ebbinghaus 2006; Saba and Guerin 2005). Yet, it is fair to 
acknowledge, that there is also evidence of a reversing trend towards retirement in many 
countries (AARP 2007; HSBC 2007). While several explanations attribute these 
developments primarily to changes and uncertainties in the economic environment and to 
individuals’ growing concern on how these might impact their lives, it is also possible, that 
preferences have in fact altered or that individuals have responded to the prospect of longer 
lifespans (Friedberg 2007).
Research analysing the extent to which the call to work for longer matches retirement 
expectations and the orientation towards work of today’s older employees is still sparse. 
Even the available employee related data has its clear limitations as it derives to a large 
extent from studies encompassing North America, EU (first 12 countries to join), Australia 
and New Zealand. Similar restraints applied in Chapter 3 to the sources describing the 
employer driven reality.
A number of surveys continue to confirm an imminent interest in early retirement 
arrangements and exit from the active workforce at the employee level. Representative 
surveys conducted in 2004, 2007 and 2008 in Germany amongst more than 5.500-6.000 
employees and self-employed individuals ranging from 15 to 64 years of age show, that the 
proportion of those, who estimate being able to perform in their current job until the official 
retirement age has diminished from 59 percent in 2004 to 51 percent in 2008. At the same 
time, the percentage of those, who believe they will presumably not be able to maintain their 
work ability has increased from 24 percent in 2004 to 33 percent in 2008 (Kistler 2008). The 
trend could be an indicator of a rising preoccupation towards the capability to maintain one’s 
work ability.
Another study (Nordea 2008) amongst four Nordic countries reveals that alone in Finland, a 
third of the surveyed 50-64 year old employees desire to exit the workforce prior to reaching 
the statutory retirement age. The strongest enthusiasm to enter early retirement is amongst 
men aged 50-54. Research conducted by the UK Employers Forum of Age (2005) goes as 
far as to suggesting that age is irrelevant when it comes to people’s attitudes to working for 
longer; over half of the workers desire to retire as soon as possible. These results will be 
returned to in Chapter 4.4. as such outcomes are bound to raise several fundamental 
questions related to the current world of work both in terms of the changing nature of the 
worker and the work itself.
The German and Finnish studies brought up independently from each other an interesting
observation; the quotient of those who believe they could perform until the statutory
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retirement age rises as the individual’s biological age increases. Buck et al. (2006, p. 26) 
conclude, that this phenomena is linked to a ,,shorter distance to retirement" but by no means 
to a wide increase in “kind-and-gentle” workplaces as the latter ones have long been made 
redundant through outsourcing.
A 2001 study across 11 Eastern and Western European countries by Velladics, Henkens and 
van Dalen (2005) provides some data to support the above assumption of Buck et al. It 
identifies a considerable difference between the age in which employees prefer to retire, the 
expected age of retirement and the average age of actual exit from the workforce (Table 
4.1.). While the preferred age of retirement is at low to mid 50s, the expected age is typically 
in the late 50s to early 60s, and the actual age is at mid to late 50s. It herewith appears that 
few realize their preference for an early exit and equally few are able to work for as long as 
they expect, or perhaps would even need to (Jackson et al. 2006).
Age of retirement
Preferred low 50s - mid 50s
Expected late 50s - early 60s
Actual mid 50s - late 50s
Table 4.1. Preferred, Expected and Actual Age of Retirement. 
Based on Velladics, Henkens and van Dalen (2005)
Further, and somewhat differing, insights to retirement expectations and preferences are 
provided by the AARP International Retirement Survey (AARP 2005, p. 17). Instead of 
retiring by the mid fifties, this data suggests that a considerable amount of employees are not 
planning to abandon employment even after retirement and herewith implicitly consent with 
the notion of an extended participation in the workforce. Older employees in the G7 countries 
have been reported desiring to work on average up to five additional years (AARP 2007). 
Less than one in three respondents expect to retire without some form of ongoing workforce 
participation. The expectations vary significantly between the countries included. In Italy, 47 
percent of the respondents intend to stop working completely. This is the highest percentage 
amongst all countries surveyed. In contrary, the Unites States with 14 percent has the lowest 
proportion of those planning not to be active in some capacity.
The AARP (2007) study shows that across nations, those respondents who plan to continue 
some form of work, envision a part-time option (19 percent), an alternate between work and
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leisure (16 percent), or some form or volunteering (17 percent). Another survey focussing 
solely on the United States reached similar findings suggesting that as many as 66 percent 
of employees plan to work at least part-time after retiring (Harris Interactive 2004). Also 
international research conducted by Robson (2001) indicates that if employees would have a 
choice, the majority would prefer gradual transition to retirement. What becomes herewith 
evident is that individuals desire various ranges and forms of work-scheduling as an 
appealing and realistic mode to continue employment. In this respect Davey (2007, p. 83) 
refers to the idea of a ‘transitional decade’ during which ’’based on their skills, abilities, life 
experiences, personal choices and aspirations... people can select how and when they wish 
to retire with the option of gradually winding down their hours in paid work through the 
adaptation of more flexible workplace practices.”
Despite possible signs of a changing trend to retirement and the increasing declarations of 
intents to continue working past the official retirement age in one form or the other, it remains 
to be seen how individuals will actually feel and behave once they have reached that age. 
Some kind of a reality check is provided a Retirement Confidence Survey (Helman et al. 
2008, p. 5). In spite of all the voiced intentions, particularly by the baby boomers, to work 
past retirement and experts predicting baby boomers to stay in the workforce for longer, a 
total of 51 percent of US retirees have left the workplace earlier than they had planned. This 
is primarily due to illness, disability or layoffs. As an example, according to the US Census 
Bureau (He et al. 2005), only 13 percent of people over 65 were actually still in the workforce 
in 2005.
Also Henkens (1999) and Phillipson (2004) caution, that in the case of many older 
employees, their contemporary attitudes towards an ‘appropriate’ retirement age are likely to 
have been impacted by the predominant trends of the past. These have potentially resulted 
in retirement plans which might well have been made years ago and are therefore 
challenging to reverse. It is worthwhile to add thereto, that there is some evidence to suggest 
a continued frequenting of earlier retirement ages amongst professional and managerial 
cohorts (Scales and Scase 2001). These are exactly the cohorts whose prolonged 
contribution in the workforce is anticipated to be essential for companies dependent on 
knowledge and intellectual capital.
4.2. Common variables impacting early withdrawal from the workforce
Factors affecting retirement are traditionally correlated with individual difference variables 
such as level of income, health issues and caring responsibilities. Research has indicated 
how these factors interact to predict the individual retirement process (Munnell et al. 2006).
48
Taylor et al. (2000, p. 2) promote, however, the need for longitudinal studies to gain a more 
comprehensive understanding of early retirement related behaviour from the individual’s 
perspective. Such studies could allow better exploration of the retirement decision-making 
process and how individuals weigh up the various factors when making their decisions.
In this context, it is interesting to keep in mind the claims of Jackson et al. (2006) that “across 
a broad range of studies, many external factors serve to disrupt retirement intentions, which 
exceed actual retirement by 1-3 years and desired retirement age by double that margin”. 
This would indicate a potential elasticity of up to 6 years wherein actual retirement could 
move up or down depending on how well revisions to retirement, labour market policy and 
especially the direct work environment address the needs and interests of older workers.
Reitzes and Mullan (2006, p. 334) remind that “retirement is not a single, one-step transition, 
but an adjustment process that extends over time”. For most people, this process begins 
before they retire, as they anticipate a changing future. Research literature contains a variety 
of macro-and micro-level variables which are believed to accumulate and make participation 
in the labour market increasingly difficult for ageing employees, sometimes starting as early 
as from one’s forties.
4.2.1. Anticipation of age(ing) causing problems in the workplace
Data illustrating the employee’s angle on the influence of multiple push factors to withdrawal 
behaviours is still scarce. A 2003 study in Finland (Kauppinen et al. 2004) reasoned, that 
independent of the respondents’ age, the frequency of early exit related thoughts were often 
linked to the work community. These were connected to anticipation, that ageing will bring 
along problems in the workplace, to the experience of stress, the psychological burden of 
work, limited opportunities to apply the wealth of knowledge and abilities in the workplace, as 
well as to the extent which leaders were seen to treat employees in a fair and respectful 
manner.
The outcomes of a representative AARP Work and Career Study in the US (2003) paints a 
picture, perhaps also mirroring some of the misconceptions around the capabilities and 
productivity of older workers, of a workplace in which push related attitudes are strongly 
rooted into the experienced reality. Through the eyes of the respondents, the social practices 
of a workplace were perceived so that two-thirds of employees over forty-five believe that 
workers face age discrimination today, and 60 percent consider age as a threat to job 
security. Likewise, Judith Davey (2007, p. 100) discovered, that the fear of redundancy is 
equally real among older workers at the other end of this globe i.e. New Zealand. Are these a
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part of the collective attributes of a work environment in which all employees, regardless of 
age, can best engage creatively and intellectually to attain higher levels of performance?
Another recent survey covering more than 2000 employed adults in the US (Adecco 2008 
Workplace Insights Survey) highlights that nearly half of the respondents have felt 
discriminated against at the office - with age cited as the top form of workplace 
discrimination. In Australia, the majority of the 2.000 employees surveyed in the finance, age 
care, and construction sectors claimed that an attitudinal change among younger workers 
and employers was needed due to their age related stereotypes. The ruling attitudes made it 
increasingly difficult for the ageing employees to feel valued and involved (Lundberg and 
Marshallsay 2007).
Given these and the other findings considered here, it seems more than plausible, that 
employees link ageing to the anticipation of problems in the workplace and to fears regarding 
the likelihood of not being appreciated and becoming redundant. These concerns do not 
appear groundless in light of some of the prevalent employer views and human resource 
practices discussed in chapter three.
4.2.2. A reality of bounded choices
Retirement is rarely accounted to a single factor, but rather a combination of several 
variables is understood to influence the decision (Hansson et al. 1997). According to Hirsch 
(2003, p. 9), today’s people in their fifties vary hugely in terms of their work situation, their 
expectations, their attitudes towards work, their financial position, their health and their 
personal lives. This is supported by Patrickson and Ranzijn’s (2004) assertion, that 
individuals are faced with ‘bounded choices’ about retirement and need to consider the 
restraints of their financial circumstances, health situation, motivation to work and extended 
responsibilities. In a decision process a choice is made between the varying options 
available to the individual; each individual has to make choices to pursue some options at the 
expense of others, and some of these choices can be painful (Hunt 1992, p.30).
Based on an extensive review of existing research literature, Hirsch (2003, p. 10) has 
developed a schematic model to describe the more known variables involved in transitions 
after 50. This concept (Figure 4.1.) provides a helpful point of reference for elaborating some 
of the factors.
50
RetiredWorking
Activities after leaving
Pathways
Long-term financials
Experiences at work
Decisions, Choices
Employees' wider lives
Figure 4.1. Schematic model of transitions after 50. Source Hirsch (2003, p. 10)
According to the construct, the context in which people approach the transition is determined 
by their experiences inside work and by what is happening in their wider lives. During the 
transition itself, they are given differing amounts of options regarding the timing and form of 
their exit. The decision latitude (defined by Karasek and Theorell (1990) as the ability to 
control own activities and skill usage) can range from total choice and control to no choice at 
all. Another aspect in transition process is the kind of pathways people take -  and in 
particular whether they make an abrupt exit from a career job or ‘bridge’ the gap with other 
forms of work (Hirsch 2003, p. 11).
In the absence of longitudinal studies and following a review of a range of studies and 
available literature, van Dalen and Henkens (2002) as well as Jackson et al. (2006) provide a 
summary of universally identified factors which have been identified to contribute to early 
retirement decisions in today’s working world. At the meta-level, financial incentives are 
regarded to have contributed only to a small extent to the long retirement trends. Instead, 
intrinsic factors, such as job satisfaction, as well as conjugal and other family factors, appear 
to have an essential impact on the decision-making process. However, when listing the 
particular items underpinning the meta-level factors, Jackson et al. (2006) rightfully caution, 
that these are not without contradictions and limitations due to the lack of multivariate 
analysis assessing the relative importance of the elements and the interaction between them.
To enable a better overview of the most common elements involved in the individual early 
retirement decision making process, the present author has allocated the van Dalen and 
Henkens (2002) and Jackson et al. (2006) findings to the Hirsch model of transitions after 50. 
The integration has led to the emergence of five main dimensions illustrated in Figure 4.2. 
These are linked to the suggested most common variables which are covered subsequently. 
The intertwining of these models and sources could service to facilitate management
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understanding and related discussion of the universally contributing variables involved and 
areas which can be impacted by the organization.
Financial Aspects
z  Experience at Worko
z  Experience at Work and Employees' Wider Lives
H I
2
q  Employees' Wider Lives
Employees' Wider Lives and Activities After Leaving
Figure 4.2. Universally contributing variables involved in the early retirement decision 
process.
Derived from van Dalen and Henkens (2002), Hirsch (2003), Jackson et al. (2006).
Financial aspects
• Pension and superannuation scheme availability and attributes -  which can
either push people into a longer working life or pull them into retirement.
• Pension wealth and implicit tax on age-pension or superannuation -  high
pension wealth and/or high implicit tax contribute to early retirement.
• De facto early retirement schemes -  which facilitate an alternative path to 
retirement.
• Health insurance -  lack of it may cause people to retire.
• Indebtedness -  higher debt equates with later retirement.
• Housing status -  those with their own home or mortgages tend to retire later than
those who rent.
Experience at work
• Positive organizational policies, attitudes to and practices regarding older 
workers, and flexible working arrangements -  particularly the availability of part- 
time work, which contribute to delayed retirement (employee knowledge of these is 
very important).
• Job satisfaction and the psychosocial aspects of work -  being valued, feeling
that work is of value, having a supportive supervisor, a high level of autonomy, 
challenging and interesting work, all of which contribute to delayed retirement.
Experience at work and employee’s wider lives
• Health status -  poor health of either self or spouse hastens retirement. However,
health status appears to be re-defined as people move toward retirement, indicating
the impact of work stress rather than ill-health per se.
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• Autonomy as regards to choice about when to retire -  later retirement when locus 
of control is high and not compromised by external factors, such as displacement.
Employee’s wider lives
• Current age -  which determines both access to pension and/or the level of 
superannuation at retirement and contributes to perceptions about when it is 
appropriate to retire.
• Employment and labour force status -  self-employed men tend to retire later, self- 
employed women earlier than those with employment contracts. Those with access to 
part-time work are more likely to work for longer.
• Educational status -  those with tertiary education tend to work longer.
• Occupation -  unclear, as in some studies, managers, professionals, semi- 
professional are likely to retire earlier than those employed in manufacturing and 
construction sectors. In other cases, e.g. doctors, they work longer.
• Gender -  females tend to retire earlier than males. However, there is conflicting data, 
as this is not the case in all studies. In general, females with insufficient 
superannuation tend to work longer than females with sufficient ones, yet again, this 
is not the case in all studies.
Employee’s wider lives and activities after leaving
• Partnered status, dependent status, caring responsibilities -  including divorced 
and second families. Constrains develop when family responsibilities have to take 
priority. Delays result when family responsibilities are compounded with 
indebtedness. Men with older children retire earlier. Single people, especially women, 
retire later than married ones. Spouses tend to retire together.
(Sources; van Dalen and Henkens 2002; Hirsch 2003, p.10; Jackson et al. 2006)
As already stated, especially the family status, financial situation, personal health, and caring 
responsibilities have been largely viewed and accepted by management as individual 
dispositions completely or for the most part beyond the influence of employers. Of all these 
factors, the financial aspects have received by far the strongest attention in business practise 
and literature. Also the more traditional health impairment related aspects have been under 
discussion and viewed generally as prevalent inclinations at the personal level. Therefore, 
these two areas will be briefly viewed in the following prior to proceeding to examine a 
number of further aspects which can be impacted to a greater extent by the employer. 
Countervailing common management understandings, the latter category also includes 
psychosocial stress and well-being and the ability to accommodate caretaking tasks with
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continued participation throughout the employee lifecycle. These topics will be covered in 
Chapter 4.4.
4.2.2.1. Long-term financial aspects
Economic theories of labour supply explain an individual’s decision to retire early based on 
the (financial) incentives provided by preretirement programmes (Lazear 1986; Lumsdaine 
and Mitchell 1999). In this view, the prospect, that the future income loss will be less than the 
expected gain from leisure pulls the individual’s decision towards exiting the workforce. 
Although the final asset value from early exit might be less than from continued work, an 
individual may still prefer to withdraw early to benefit from extra leisure time (Ebbinghaus 
2006; Stock and Wise 1990). A recent survey commissioned by the Union Mutualiste 
Retraite (2008) investigating how employees aged 45 and over in France think about their 
retirement found, that although 80 percent felt concerned about their financial preparedness 
for retirement, the majority (60 percent) of employees aged 45 would continue to work only 
for the minimum number of years required by law to receive a full pension. Many others 
prefer exiting earlier even if this implies reductions in pension.
Should these sentiments reflect the preferential mindset of many, then even if an employer 
would offer a considerable increase in benefits for an employee to remain at work well into 
retirement age, these incentives would unlikely be able to prevent the exit. Supporting this 
assumption, a large-scale AARP International Retirement Security Survey (AARP 2005) 
conducted across 10 OECD countries concluded, that only 37 percent of the respondents 
perceived financial factors as their primary motivation to continued workforce participation.
Blôndal and Scarpetta (1998) note, nevertheless, that there is a considerable correlation 
between preretirement incentives and participation rates. It appears that incentives which are 
perceived as sufficient contribute to an individual’s decision to withdraw prematurely from 
employment. Confirming this notion, Gruber and Wise (1999) identified that, the timing of 
exits from work by and large follows the availability and generosity of the respective benefits. 
As a matter of fact, a review and econometric analysis of 16 OECD countries (Blôndal and 
Scarepetta 1998), highlighted, that in the majority of these nations, the prevalent old-age 
pensions systems made it financially unattractive to work after the age of 55. Disincentives to 
continue working beyond this age have increased noticeably across the decades.
Also another more recent study conducted by Gruber and Wise (2005) indicated a strong 
correspondence between the age at which benefits are available and the exit from the labour 
market across Japan, USA, and nine European countries. In light of this, it is understandable
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that both the OECD and IMF recommend flexible pensions with actuarial fair deduction (i.e. 
reducing benefits by the shorter contributions and therefore lower interests) and a change to 
funded defined contribution schemes to countervail such disincentives to work (Ebbinghaus 
2006). On this note, for those commencing permanent employment relationships today, 
defined contribution plans are a widely spread practice.
It is reasonable to note, that a decade after Blôndal’s and Scarpetta’s (1998) analysis, many 
economic aspects known to relate to retirement decisions, have been subject to considerable 
changes. In fact, people today are more insecure about their retirement income than they 
were just 5 years ago (Reynolds et al. 2005). In many economies, small and large-scale 
downsizing, outsourcing and consolidations have been on the agenda impacting all layers of 
an organization. The collapse of numerous investment and retirement funds with first the dot­
com and then the real-estate bubble burst, corporate bankruptcies, and turmoil on global 
markets contribute their share to pension insecurities.
To exemplify some of the major changes in the financial landscape, it is estimated, that two 
thirds of all American citizens between 54 and 63 of age have not made sufficient financial 
provisions for retirement. This becomes even more critical in light of a recent analysis 
suggesting, that the US employees’ main retirement savings vehicle, the 401-(k)- account fell 
24.3 percent in 2008 (VanDerhei et al. 2009). Confronted with a combination of an economic 
downturn and a considerable decline in the retirement savings, more than one-third of 
employees aged 45 and older have considered delaying retirement (Rainville 2009). The 
disappearance of traditional pension plans has now increased pressure on employees to 
fund and manage their own company-sponsored retirement savings plans with all the related 
uncertainties.
All in all, the impact of financial factors is estimated to expand across geographies 
irrespective of the economic cycles. Hirsch (2003, p. 38) offers a concise description of the 
circumstances expected to have an effect on the needs and decisions of the workforce in 
various markets: “The end of the 1980s -1990s bull stock market, the shift from final salary- 
based to contribution-based pensions schemes and changing demography may all combine 
to increase the penalty to individuals of leaving work early. They all make it less likely that 
workers will be able to leave already in their mid fifties and receive pensions that are little 
different from those that they would have received had they stayed on longer. Hence, 
researchers must conclude that the past is not necessarily a guide to the future”.
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In addition to the alterations impacting traditional sources of retirement income, financial 
aspects are expected to gain more relevance due to the huge variations surrounding the 
personal lives of today’s mature employees. The richness of diverse biographies 
encompassing single households, single parenthood, late parenthood, patchwork families, 
second families, multigenerational households, and with increased longevity also prospective 
eldercare, is bound to lead to different levels of needs at varying and multiple times of life. 
James (2007) found, that many people in their late forties and fifties may have to work well 
beyond sixty or sixty-five due to these longterm obligations and for them retirement is not an 
option.
Even though surveys in general conclude, that financial planning is by no means always the 
deciding factor nor the main issue in determining early exit from the workforce, it is helpful to 
be aware, that people outside work in their fifties and sixties do consider money an important 
feature in their lives. Data from focus group discussions reflecting experiences and 
expectations at this stage of life (Barnes et al. 2002) discloses money as the most critical 
element in older people’s contentment and well-being. Also Hirsch (2003, p. 39) reminds, 
that financial security is linked to reduced stress and regarded as something that would give 
people greater choice over their lives in retirement.
4.2.2.2. Age-related health impairments
Also age-related health impairments are a major factor at the individual level inducing early 
exit from work. Health status is factually the single most important variable pushing 
employees out of work. Studies show, that the earlier the retirement occurs, the more it is 
driven by health and not financial factors (Phillipson and Smith 2005). Though, depending on 
the disability insurance rules, the ‘generosity’ of public benefits might admittedly function as 
an additional pull factor (Bound and Burkhauser 1999). Yet, while the magnitude of the effect 
of health on retirement appears still difficult to determine (Deschryvere 2005), research 
attests strong correlations between work, self-reported health, objective health and early 
exits (Bound et al. 1999; Deschryvere 2005; Disney et al. 2003; Harkonmâki 2006). People 
experiencing poor of fair health tend to leave workforce earlier or are working on a part-time 
basis and early retirees report more health related problems than do other workers in the 
same age category (Dytchwald et al. 2006, p. 30).
Not only are health status and access to disability benefits known to impact early exit 
decisions, but one should also factor in the possible effect of a pervasive assumption (myth?) 
on the resolution. There is a widespread sentiment according to which early retirement is 
linked favourably to longer life expectancy whereas late retirement is associated with early
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death (Lin 2002; Padfield 1996). Challenging this common and persistent belief, a 
longitudinal research (Tsai et al. 2005) finds that in fact early retirees have higher mortality 
rates than employees remaining on the job. This so-called Shell study involved thousands of 
Shell Oil employees, who retired at 55, 60, or 65 of age. They were tracked for more than 30 
years with gender as well as socioeconomic status being controlled for. The mortality rate 
amongst employees who retired at the age of 55, regardless of who they were, was almost a 
twofold higher than of those who retired at 65 of age. The differences between the 60 and 65 
cohorts were minimal. Hence, the study concluded that those who work for longer are more 
likely to live longer than those who left the workforce at the age of 55. One could argue that 
the health condition of those who retired early was already diminished and herewith 
contributed to these rates. Tsai et al. (2005) are unable to shed more light to this.
Nevertheless, it is only fair to acknowledge, that as discussed in chapter three, the risk of 
health impairment does indeed increase over the life course. Such being, a larger share of 
ageing workers may well be unable to continue work and are likely to be pushed herewith out 
of employment (Delsen and Reday-Mulvey 1996). Given the importance of health issues in 
precipitating workforce exit, many researchers and practitioners advocate early medical 
intervention as well as the reorganization of work forms to minimise the effect of health 
problems for work performance (e.g. Ilmarinen and Rantanen 1999; Yeatts et al. 2000).
Last, but not least, individuals with impairments may also value the trade-off between work 
and non-work differently than those who do not yet have an impairment or disability 
(Ebbinghaus 2006, p. 25-26). However, early exit due to impairment or disability may also be 
due to push factors when employers discriminate against employees in hiring, firing, and 
training or by not reducing barriers at the workplace level and alleviating work conditions 
accordingly (ibid.). Hirsch (2003, p. 18) reminds, that for many employees, it is exactly this 
interaction between the actual experiences in the labour market and personal health, that 
plays a decisive role in the timing of stopping to work. In fact, employees increasingly quote 
work-related stress and mental health problems as reasons for seeking early retirement 
(McDaid 2008).
According to Leigh and Schnall (2000), occupational stress is rapidly emerging as the single 
greatest cause of occupational disease and can bring about drastic ramifications for the 
individual employee as well as the business. Data from Finland, Germany, and Sweden 
indicate that retirement due to mental health problems occurs at an earlier stage than for any 
other physical problems (McDaid 2008, p. 12-13). A growing number of findings from studies 
related to the psychosocial work environment and occupational stress are deemed to change
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the discourse around health and impairment in organizations; from treating ill-health as a 
traditional non-work related disposition to recognizing the effect of adverse organization 
factors on the health of employees. Hence, a closer look at related literature will follow in 
Chapter 4.4.
4.3. Variables impacting further work related attitudes and behaviours of the 
ageing
The timing of an individual’s exit from the workforce will ultimately reflect their situation, 
options, and boundaries. Studies have found that employees adapt their planned retirement 
age and time during the years leading up to retirement (Delpachitra and Beal 2002, p. 7). A 
complex mix of involuntary and voluntary forces, including the previously mentioned financial 
and health circumstances, is seen to impact retirement and work related behaviours 
throughout time, whereby only some of them can be regarded as ‘intentions’ or decisions’ 
(AARP 2005; van Dalen and Henkens 2002; Taylor 2004).
The reality of ‘mixed forces’ is not only confined to retirement related decisions, but extends 
to overall work related behaviour and performance. The high percentage of employees which 
age-independently aspire earliest possible retirement (see 4.1.) and the high levels of 
disengagement ascribed to today’s workforce (e.g. CIPD 2006 a;b; Corporate Leadership 
Council 2009; Ellis and Sorensen 2007; Harter et al. 2009; Towers Perrin 2008) can be 
interpreted to signalize the presence of a considerable amount of withdrawal thoughts and 
behaviours amongst them. Therefore, it is pivotal to gain a better understanding of the 
factors which could potentially enable, encourage, and attract also mature employees to play 
both a stronger and a continued role in the workforce. After all, while the professional 
knowledge, skills and cognitive abilities of the ageing (discussed in chapter 3) can provide an 
indication of the ability of individuals to contribute, it is ultimately their work related attitudes 
and in particular their experiences that determine the extent to which they decide to make 
use of their potential (Barnes-Farrell and Matthews 2007; Kanfer 2009).
This is where theories of work related values, motivation, satisfaction and engagement can 
propose factors for consideration that could have the potential to impact work related 
attitudes and experiences of individuals and hereby also their behaviours and performance. 
Consequently, some related core theoretical understandings and associated empirical 
evidence will be viewed in the following with particular emphasis on findings which examine 
possible ageing-specific aspects or changes in employees’ work related preferences.
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4.3.1. Values and Orientation to Work
Values, world views or belief systems help individuals to understand and exist in the social 
system. When deciding on appropriate behaviour and the paths to pursue, individuals 
interpret events and options against these frameworks (Ray et al. 2006, p. 6). Values are 
referred to as both the ends and means which individuals opt to fulfilling their needs. They 
are seen as enduring beliefs that a specific mode of conduct or end state of existence is 
preferable (Furnham 2008, p. 257; Rokeach 1979).
Rokeach (1979) claims, that values play an important role in determining acceptable 
behaviour both in ourselves and in others. Herewith, values serve as a standard to guide the 
actions, attitudes, comparisons, justifications of oneself and others (Southam 1980), a kind of 
cognitive schema through which to interpret the whole (Young and Parker 1999). It is 
theorized, that behaviours and decisions are not a reflection of the existence or non­
existence of certain values. Instead, they portray the relative importance which individuals 
set on certain values in comparison to the other ones (Rokeach 1973). At different life-stages 
and under varying circumstances certain values and beliefs become more significant. 
Researchers have not, however, attained consensus how an individual’s needs and values 
change during their lifecourse, and how these changes possibly impact work related 
motivation or behaviours (Kooij et al. 2008).
Yet, extensive research has shown, that the compatibility between employee’s work values 
and provisions by the organization has a significant impact on work-related attitudes and 
behaviours -  in particular job involvement, work motivation, and turnover intentions (Roe and 
Ester 1999; Taris and Feij 2001; Van Vianen 2000). Notwithstanding the academic 
discourse, Furnham (2008, p. 269) observes that managers are increasingly recognizing, 
that values as predictors of broad modes of behaviour over time, can provide a core 
construct for comprehending factors which may have the potential to influence employee 
performance and decision-making behaviour at work in the longterm.
4.3.1.1. What do older employees value?
Providing that labour shortage will increasingly create an employee market and, that people 
have more freedom in business, they would be likely to seek the aspects they value more 
relatively to others. There is a likelihood that these could include many of the same features 
which would help them to sustain their will and ability to contribute in the workforce. Currently 
this freedom in the workplace is often limited by lack of choice and control around many 
alternatives. Yet, should the freedom to opt increase, and ageing employees become a
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noteworthy asset for organizations, then it would be essential to understand potential drivers 
of behaviour and performance of (ageing and so-called older) employees - including what 
could impact an employee’s intent to work with the desired level of intensity for longer.
Saba and Guerin (2005) purport, that there is a wealth of research examining the aspirations 
and work values of older employees. Based on their literature review of predominantly North 
American, but also Australian, British and German sources of work published between 1978 
and 2002, they clustered older employees’ work related values into five distinct categories: 
work content, career development, contribution recognition, adapted work conditions and 
retirement conditions. The categories are outlined in Figure 4.3.
Older Employees' W ork Related Values
Work Content CareerDevelopment
Contribution
Recognition
Adapted Work 
Conditions
Retirement
Conditions
Figure 4.3. Older employees’ work related values.
Deriving from a literature review by Saba and Guerin (2005).
Complementing the literature analysis, Saba and Guerin (2005) carried out their own 
research on extending employment beyond retirement age. This study, which was conducted 
on the basis of the five work values, applied a 17 item value scale within a group of 402 
senior managers aged 50 and older working in Canadian health care institutes. In spite the 
relatively small sample size, these outcomes are interesting as they are one of the very few 
sources which capture the views of some older senior level managers on work related values 
in connection to extending employment.
The aggregated findings from the literature analysis of Saba and Guerin (ibid.) are 
summarized in the following to provide a wider point of empirical reference. The summary 
outline consists of two facettes; the upper part contains the findings from the Saba and 
Guerin (ibid.) literature review and the lower section contains a short description of the 
outcomes deriving from their study.
When viewing the outcomes, it is important to recognize, that some of the studies which were 
included in the literature review, date more than 20-30 years back. Thus, there is a likelihood, 
that the relative importance employees place on the various job values and aspirations have 
been subject to change and the findings of the former cohorts of ‘older employees’ should 
not be assigned to today’s group of ‘older employees’ without due reservations.
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A. Work content
Findings from Saba and Guerin literature review;
Towards the end of their careers, older employees in general appear to value career 
autonomy (Karp 1987), quality and working at their own pace (Kelly 1990), task variety and 
the chance to choose among tasks that reduce or better balance their workload (Rix 1990), a 
supportive and understanding supervisor who recognizes their experience and maturity, 
provides them with the desired level of work autonomy (Wright and Hamilton 1978), and the 
feeling of being valued. Having the opportunity to reorient their career, assuming new roles, 
such as mentors, trainers or consultants (Sheppard 1988; Kelly 1990; Lewis and McLaverty 
1991) is also valued. Yet, these quests are not shared by all.
Saba and Guerin study outcomes (2005);
Older senior managers value the possibility to progress in their careers and are willing to 
contemplate delaying their retirement under these circumstances. Especially individuals with 
fewer family obligations at that time of life aspire to remain in their jobs for longer; they value 
a pleasant work environment in which they can develop. Alas, as long as older managers 
perform well, remain healthy, competent, and desire to invest effort into their work, they 
should not be excluded from the promotion processes.
B. Development
Findings from Saba and Guerin literature review;
Older employees value having the same development opportunities as younger workers e.g. 
equal access to training, career advancement and career development. According to Saba 
and Guerrin (2005) many of the literature sources suggested, that older workers value 
training opportunities.
Saba and Guerin study outcomes (2005);
Training programmes appear to have only limited value in the view of older senior managers. 
Instead of necessarily acquiring new knowledge, they would moreso value the opportunity to 
transfer their own knowledge into the organization. The significance of this value is very 
strong. Older managers report that it could inspire them to consider remaining in their jobs for 
longer.
It is particularly worthwhile to note here, that these findings are in line with psychosocial 
theories of development suggesting that generativity motives become increasingly central as 
people age (Erikson 1963; Carstensen et al. 1999; Lang and Carstensen 2002). These refer
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to tendencies concerning parenting, caring for others, helping the broader society and future 
generations (McAdams and Logan 2004) which have been often associated with midlife. 
Varying circumstances may lead individuals to express generativity in some but not other 
roles (McAdams 2001) during the lifecourse.
C. Contribution Recognition
Findings from Saba and Guerin literature review;
For older employees, recognition in their jobs is of high value. In studies conducted 20-30 
years ago, older employees valued being heard and being fairly compensated for their 
contributions to the organization. They feared losing status with aging and were keen to see 
their experience, maturity, and years of loyal service to the organization being recognized.
Saba and Guerin study outcomes (2005);
Among today’s highly qualified older managers recognition is still very strongly valued. It 
constitutes an essential condition for maintaining the dynamics of participation and 
involvement -  including considering early retirement. The supervisor is perceived to have a 
core role in providing recognition, performance feedback, linking performance to 
compensation, and creating a pleasant and ethically sound working environment.
D. Adapted work conditions
Saba and Guerin literature review;
Older employees tend to value spending more time with their families and therefore favour 
reduced workloads. Hence, older employees prefer avoiding long hours as well as hours 
spent in traffic, and are likely to opt to telecommuting. Older employees often also value 
working on a part-time basis.
Saba and Guerin study outcomes (2005);
Individualized ‘flex’-practices are highly valued by older managers. Flextime has proven to 
have the strongest impact on extending employment. Older managers value the considerable 
decision latitude they have over their time utilization. It allows them to continue pursuing 
other aspects of high value for them personally e.g. making a difference, self-actualization 
and working in a pleasant environment. Saba and Guerin (2005) found, that sharing work 
with a colleague is valued by the older managers as an opportunity to acquire new 
competencies.
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E. Retirement conditions
Saba and Guerin literature review;
The higher a retiree's salary, the less likely he or she is to engage in bridge employment. Yet, 
with partners still in the workplace and children to support, retirees are significantly more 
likely to engage in bridge employment. Also good health is likely to contribute to continuing in 
bridge employment.
Saba and Guerin study (2005);
Senior managers aged 50 and older posses a high level of self-knowledge and have for the 
most part precise and personalized life strategies. As a consequent, they are likely to have 
career plans which are more diversified than those of the younger cohorts. Older managers 
value approaching retirement with a more global approach to the so-called ‘end-of-career’ 
management. The older senior managers value, that within the context of the organization’s 
needs, their personal aspirations, needs, experiences, competencies and motivation should 
be considered when practicable solutions for both sides are sought.
All in all, Saba and Guerin (2005) conclude, that although older managers in this study were 
able to address their values to a certain extent, ‘there was a significant gap between the 
aspirations and the opportunity provided by the organization to satisfy each of these work 
values.’ A substantial finding is, that if for those managers who were flexible in terms of their 
timing of retirement, remaining in the workforce would imply merely continuing to work for 
longer, they would not be prepared to delay exit. Instead, as Saba and Guerin (2005) 
describe, the older managers ‘count on continuing to acquire new competencies and 
therefore having a career plan that will put their experience to use and allow them to continue 
to progress in their career while deriving a certain pleasure from extending their employment. 
The ability to develop new competencies and to work in a pleasant environment emerged as 
having the greatest influence for reducing the desire to take early retirement.
The value ascribed to continued positive challenge, decision latitude over time utilization, and 
pleasant work environment as potential factors in delaying retirement, is supported by a 
Hudson (2006) study in Australia and New Zealand. The survey conducted amongst 1000 
knowledge workers over the age of 40 concluded, that the drivers regarded to encourage 
respondents to prolongue their working lives were in order of importance; (1) commuting time 
per day, (2) pay, (3) friendly work environment, (4) work still has new challenges, (5) 
recognition, (6) flexible working hours, and (7) able to work from home. Another Australian 
retirement intention survey on its part confirmed the perceived value of the last two items; 65 
percent of the respondents consent that if reduced working hours and working from home
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were available, these two factors would be likely to impact their decision to defer retirement 
(CPA 2002). The relative importance of factors found in each of the three studies is 
illustrated in Table 4.2.
Hudson (2006) CPA (2002) Saba and Guerrin (2005)
(Australia, New Zealand) (Australia) .......  (Canada)
1. Commuting time per day 1. Flexible working hours 1. Work in a pleasant environment
2. Pay 2. Able to work from home 2. Need to feel useful
3. Friendly work environment 3. Balance work and family
4. Work still has new challenge 4. Self-actualization at work;
5. Recognition work with a clear vision
6. Flexible working hours 5. Recognition of efforts
7. Able to work from home 6. Interpersonal relations
7. Challenging tasks
8. Variety in work
9. Transferring competencies
Table 4.2. The relative importance of factors perceived to encourage prolongueing 
working lives.
Based on the studies from Hudson (2006), CPA (2002) and Saba and Guerin (2005).
4.3.2. Work related motivation and age(ing)
While acknowledging the role of values in work related orientations, Hunt (1992, p. 5) argues, 
that “of all the determinants actually impacting an employee’s behaviour and performance, 
motivation is the best predictor “. Work motivation is considered a driving force explaining 
voluntary work related behaviour and action. Pinder (1984, p. 8) defines it as “a set of 
energetic forces to initiate work-related behaviour, and to determine its form, direction, 
intensity and duration”. Factors impacting employee motivation at work are already receiving 
increased interest since motivation is interlinked with the intensity of effort, the strength of 
employee performance and through this with the level of organizational performance. 
Motivation is also associated with the level of creativity of the ideas produced (e.g. Perry et 
al. 1993).
A paramount question for managers and researchers in organizational settings remains why 
employees choose or do not choose to do something, how much effort they invest into the 
undertakings, and how persistent they are in trying to achieve them. In other words, why 
employee behaviour is activated (the nature of the driving force and its properties), where it 
comes from and the direction and maintenance of the drive i.e. the influence it has on 
individual behaviour (Furnham 2008, p. 277-279). Coincidentally, also employees perceive it 
as essential that managers occupy themselves with these questions: a recent Global
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Worforce study conducted by Towers Perrin (2008) and covering 86.000 employees at all 
levels in 16 countries around the world revealed, that the manager behaviour which has the 
strongest influence on retention is “understanding what motivates people”.
In light of the demographic changes impacting labourmarket and workforce structures and 
the value ascribed to knowledge, there is a growing interest and necessity to understand, 
how an increasingly ageing workforce could be motivated (Barnes-Farrell and Matthews 
2007; Latham 2006). Whether strongly or moderately dependent on knowledge workers, for 
many companies (as discussed in chapter one) tapping on the potential and therefore 
considering the motivational drivers of their seasoned employees is projected to become an 
absolute business exigence. Yet, so far studies examining the motivation of mature 
individuals to continue to work and remain active in the workforce are rare (Kooij et al. 2008). 
The same applies for research which investigates if and how work motivation and related 
factors change with ageing and contribute to the retention and performance of employees 
(Lord and Farrington 2006). All in all, there are only a few studies, which have investigated 
the impact of ageing on work motivation (Kanfer and Ackermann 2004; Lord 2004).
One of the few studies investigating older workers’ motivation to continue to work is the 
recent meta-analysis of Kooij et al. (2008). Their review of 24 empirical and 9 conceptual 
studies carried out over the past 25 years revealed, that most age related factors can have a 
negative impact on an individual’s motivation to work. However, these empirical findings are 
by no means consistent. Instead, there is a broad range of differing findings with some 
claiming that employees with a relative old age or relative long tenure with the organization 
have a higher inclination to exit (e.g. McCain et al. 1983) while others find a positive linear 
relationship between age and work motivation (e.g. Eskildsen et al. 2003).
Kooij et al. (ibid.) further found, that age-related empirical research on motivation has so far 
concentrated for the most part on younger individuals and age has often played at the most a 
minor or even a cofounder role (e.g. Eerde and Thierry 1996; Locke and Latham 2002; 
Wegge and Haslam 2005). Also they detected several limitations surrounding most of the 
studies using age as an independent variable. Thus, due to the scarcity of research on age 
and work motivation, the inconsistency of empirical findings, and the many limitations 
impacting the related studies, drawing conclusions on the role of age in moderating the 
relationship between various work characteristics and work related motivation remains 
challenging.
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Forte and Hansvick (1999) cautioned already a decade ago, that in light of the need for 
motivation and retention of older employees, the quantity of research and publications on the 
subject was inadequate. Based on the availability of related studies this dilemma seems to 
continue. Hence, due to the scarcity of studies, the inconsistency of their outcomes, and to 
acquire a better understanding of the potentially motivating factors of work, a closer look at 
assumptions and findings in reference to some main theories of work motivation will be 
taken. This will include a brief view of the major constructs representing the content and 
process theories and associated research in terms of what (ageing) employees have been 
found to need and want at work as well as their experiences at work.
4.3.3. Content theories and related findings
The content or needs theories of motivation focus primarily on concrete work related factors 
that are believed to energize and direct human behaviour. They encompass both differing 
and partially overlapping dimensions associated with the world of work. For example, both 
Maslow's hierarchy (1943) and Alderfer’s ERG theory (1972) focus on the role of needs 
around existence, relatedness, and growth in triggering and steering behaviours. In contrast 
to Maslow’s theory, Alderfer proposes that employees have multiple needs to satisfy 
simultaneously which are not necessarily activated in any specific order. This proposition fits 
better with evidence from research (Furnham 2006, p. 289) and suggests that addressing 
one need at a time would not be effective in motivating employees.
Herzberg et al. (1959, p. 114) theorizes that employees have two major areas of needs in the 
workplace which relate to the work environment (extrinsic motivational factors i.e. job 
dissatisfiers) and job content and task factors (intrinsic motivational factors i.e. job satisfiers). 
This two factor model of work motivation, also regarded as an early theory of work design, 
assumes that motivation, and herewith retention and productivity of employees, is related to 
the degree that motivators are present in a job and meet the needs which are important to 
the employees.
Related research on age-specific factors has generated diverse outcomes. For example, 
using the limited empirical evidence available, Warr (1997) examined the motivational impact 
of core job features at differing chronological ages. The analysis suggested a likelihood, that 
the importance attached to high job demands, job variety, and feedback decreases over 
time. However, there is a probability that the importance attached to job security and physical 
security increase as people age: older employees are often and quite understandably much 
more concerned about their pension and retirement benefits than the younger ones. In fact, 
Higgs et al. (2003) determined, that older employees in a UK sample of civil servants
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continued to work exactly due to financial reasons. The other two main grounds were the 
work itself or the individuals’ traditional work ethic.
Intriguingly though, another study by Lord (2004) which explored the work motivation of older 
knowledge workers in the United States found, that it was the younger employees who 
placed more importance on security while older employees put more value on independence. 
The strongest motives for employees age 55 and above to remain active in the workforce 
were them enjoying to work, deriving satisfaction from applying their skills, gaining a sense of 
accomplishment from the job they perform, and enjoying the opportunity to be creative.
Supporting these findings from Lord (ibid.), a large-scale AARP International Retirement 
Security Survey (AARP 2005) which was conducted across 10 OECD countries, concluded 
that instead of financial factors, the main motivators for continued workforce participation 
across borders were the need to stay connected (45 percent) and enjoyment of work (43 
percent). The outcomes of both of these studies reinforce the notion, that to encourage 
mature employees’ active and prolongued participation in the workforce, a reform in pension 
and other benefit systems is not sufficient, but should be accompanied with a reform of the 
work-place itself.
Then again, although financial motives are not necessarily reported as the predominant 
drivers of mature employees’ work related behaviour, it should be acknowledged, that the 
socio-economic context appears nevertheless to have a considerable impact. When 
examining the work motivation of Russian workers, Linz (2004) reported that pay was the 
most important job motivator for representatives of all age groups. A US study of knowledge 
workers (Lord 2002) also distinguished the role of these motives; older engineers with 
insufficient means to retire remained working to satisfy their first and second level needs 
outlined in Maslow’s hierarchy of needs. Those with adequate income to retire were 
principally motivated by third and fourth level factors. Hunt (1992, p. 16) discovered already 
two decades ago, that especially in an ageing population, financial security becomes a 
prominent factor in times of significant economic uncertainty.
Similar to the findings from the studies of AARP (2005), Lord (2004) or Saba and Guerin 
(2005), also Heymann and Terlien (2003) as well as Diekstra (2003) discovered that as 
employees age interesting work becomes more of a motivator. Mature employees are said to 
aspire work and tasks which have a meaning and they want to feel useful. Also the 
attainment of respect and recognition are perceived as highly motivating. Furthermore, 
enabling autonomy and decision latitude during work appears to have motivational potential 
for seasoned employees. This is not only considered to demonstrate appreciation towards
67
the ageing, but moreso allows them to attain additional opportunities to compensate for 
possible age-related changes in their performance ability (Baltes and Baltes 1990).
In some further inquiries, older employees have indicated a greater importance to leisure 
time with this influencing their intention to leave the workforce (Higgs et al. 2003; Hurd 1996). 
They have similarly been found to prefer reduced pay and lower levels of responsibility to 
allow for increased leisure instead of opting for total retirement (Hirsch 2003; Hudson 2006; 
Robson 2001). Yet, as described in the section on work related values, Saba and Guerin 
(2005) somewhat countered these notions and found, that especially older managers with 
reduced family obligations appreciate the possibility to still progress in their careers and 
consider this as a factor for postponing retirement.
4.3.4. Process theories and related findings
Process theories of motivation focus on understanding how the dynamic thought processes 
of an individual generate specific types of behaviour and attitudes. Major theories in this 
category include Adams' equity theory, Vroom's expectancy theory, goal-setting theory, and 
reinforcement theory. While findings in light of other constructs will be discussed, the 
reinforcement theory as a noncognitive theory will be left out as no data could be found 
which links the approach to specific age-groups in the workplace.
4.3.4.1. Equity theory
Adams' Equity Theory model (Adams 1965) incorporates the influence and comparison of 
other’s situation in forming a comparative view and awareness of equity, of what is 
considered just and fair. The assumption is that employees are motivated to achieve 
subjectively perceived equity; they strive to maintain equity between the inputs they bring to 
a job and the outcomes they receive from it in comparison to the perceived inputs and 
outcomes of others. Such inputs include the kind of contributions an employee could make to 
benefit the organization; the kind of work done, the behaviour exhibited, as well as the skills, 
knowledge and experience which could be utilized.
Alike in many other theories of motivation, it is acknowledged, that variable and subtle 
individual factors impact an employee’s assessment and perceptions of the relationship with 
their counterparts (Guerrero et al. 2007). It is in this regard, that the mounting evidence 
unveiling employer age discrimination practises can be taken as a clear reflection of both 
subjectively perceived as well as objectively existent workplace inequities. As discussed in 
Chapter 3.2., age discrimination is indeed observed by employees as the most common form 
of discrimination in today’s workplace. Apart from the rising number of age-discrimination
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related claims speaking an unsettling language, also several studies confirm, that older 
employees are for example especially disadvantaged in terms of training, they receive lower 
performance ratings in appraisals in comparison to their younger colleagues, and they are 
more likely to be selected for redundancy (Redman and Snape 2005, p. 5-6).
Despite the increasing evidence of age norms and stereotypes impacting management 
decisions and leading to what could be perceived as unfair treatment, no scientific data can 
be found on the extent to which ageing employees actually regard their distributive, 
procedural, let alone interactional reality in an organization as just or unjust. Furthermore, 
although varying forms of discrimination in the workplace have been widely studied, research 
on workplace related age-discrimination and its potential impact on the employee appears to 
be still scarce. The few available insights which were found were provided by analysis 
conducted in the UK (Hassell and Perrewe 1993; Snape and Redmann 2003) and Australia 
(Orpren 1995). These disclose, that employees perceiving to experience age-discrimination 
have reported reduced self-esteem, low levels of job satisfaction, reduced affective 
organizational commitment and involvement, a diminished feeling of personal control, higher 
levels of purely continuance commitment, and the intent to retire.
4.3A 2. Model of Effort-Reward Imbalance
The effort-reward imbalance (ERI) is a construct which is increasingly used in studies of 
organizational stress. This model attempts to explain the relation between work 
characteristics and related adverse health and well-being effects in empirical research 
(Siegrist and Peter 2000; Siegrist et al. 2004). The proposition of the model is that effort at 
work is spent as a part of a social contract that reciprocates effort by adequate rewards. A 
lack of reprocity between costs and gains is likely to cause emotional distress, which in the 
long run, may increase the risk of adverse physical and mental effects in exposed 
employees. On the other hand, positive emotions brought about by appropriate social 
rewards can enhance health and well-being (Siegrist and Peter 2000). Health and well-being 
in return are shown to impact work related behaviours and performance (llmarinen 1999).
It is more than salutary to acknowledge, that although the employee is expected to invest 
effort and await rewards in line with the principle of reciprocity, the relationship between an 
employer and employee itself is inclined to a non-symmetric exchange (Siegrist et al. 2004). 
This non-symmetric basis is expected to broaden as a result of a more global economy (job 
insecurity, short-term contracts, wage competition, forced relocations). Hence, there is a 
considerable likelihood that employers and employees will perceive the ‘psychological 
contract’ increasingly differently (Muchinsky 2003; Rousseau 1995).
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In a European comparison of ERI at work in five countries, Siegrist et al. (2004) analysed 
how cohort factors (occupation, education, gender, and age) impact the components of the 
model. In two of the reviewed studies, both with a high quota of elderly employees, lower 
effort was associated with increased age. The mean effort was significantly higher among 
better-educated cohorts. Also all studies revealed a tendency for higher reward scores for 
older employees, in particular for male respondents. Furthermore, there was clear evidence 
of a higher reward score for employees in higher positions. Employees with higher education 
also scored higher on overcommitment i.e. an exorbitant ambition in combination with the 
need for approval and esteem. And last, but not least, both men and women within the age 
group 45-54 generally exhibited the highest scores for overcommitment. In the absence of 
qualitative data, it remains unclear whether the evident age-related overcommitment of this 
specific cohort reflects their general work ethic, is a sign of work cumulating there were 
experience is available, is a reflection of the cohorts strive to keep up with the changing 
requirements of the business environment, or is a call for acknowledgement and being 
valued as opposed to being subject to ‘removal practices’.
A recent ERI study in Norway (Lau 2008) involving 1803 respondents might help to explain 
possible cohort effects. Unlike the analysis of Siegrist et al. (2004), this research found a 
tendency for higher reported effort values with increased age and lower ones for the 
youngest employees. According to Lau (2008, p. 8), there was a statistically significant 
difference between employees in their fifties and employees in their twenties. He explained, 
that “this indicates that perceived strain associated with work increases with age, and may 
reflect that employees in their fifties are expected to perform the same amount of work as 
their younger colleagues”.
Other outcomes of the ibid. study supported the findings of Siegrist et al. (2004) in that high- 
skilled white-collar employees were shown to have the highest scores on the effort scale as 
well as on the overcommitment factor. To this Lau (2008, p. 4-8) reasoned, that “perhaps 
employees in this group are in positions where they are expected to achieve on a high level. 
However, high efforts in this group might also be confounded by an active life orientation, 
that predisposes them to both aspire for higher positions and to make more effort at work”.
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4.3.4.3. Expectancy theory
Expectancy Theory (Vroom 1964) is another theory which has been successfully applied to 
understanding employee behaviour in manifold organizational settings (Furnham 2008, p. 
310). The construct focuses on an individual’s perceptions related to effort-performance, 
performance- rewards, and rewards-personal goals. Since the motivational force is the result 
of all these perceptions, if any of these requirements is not met, the entire motivation 
equation is a zero.
According to Robbins and Judge (2007), the model has proven to offer a relatively powerful 
predictor for employee productivity, absenteeism and turnover - providing, that there are only 
limited restrictions to their freedom to decide. Furnham (2008, p. 346) concludes, that 
expectancy theory functions well for major decisions related to work, such as accepting or 
resigning from a job, since employees are inclined to take the time to evaluate the costs and 
benefits of all the available options carefully. Also the predictive potency of the theory in 
explaining employee productivity increases with the complexity and hierarchical level of the 
jobs where discretion is assumed to be larger.
Following their review of motivation related literature, Kooij et al. (2008) asserted, that so far 
there has been little research (e.g. Huddleston et al. 2002; Linz 2004; Lord 2004) on the 
impact of chronological, functional or psychosocial age on expectancy related motivation and 
the inter-relations between effort-performance, performance- rewards, and rewards-personal 
goals. However, the present author considers that the work of the Corporate Leadership 
Council (2006; 2009) could be viewed in this context. Their Employment Value Proposition 
(EVP) is defined as the set of attributes which the employees and the labour market perceive 
as the value they gain through employment in the organization i.e. the balance between what 
an employee receives from their employer in return for their performance on the job. The 
EVP includes in total 38 intrinsic and extrinsic rewards categorized into five overriding 
dimensions which are comparable across all talent segments: Rewards, Opportunity, 
Organization, Work and People. These actionable items stemmed from a list of more than 
200 potential characteristics following a process of analyzing and testing for similarity, 
distinctiveness, universality and overall rateability.
Two extensive studies (CLC 2006; 2009) have been conducted using the EVP construct. 
Each sample involved more than 50.000 tenured employees and new hires from 90 
organizations across 34 countries and 20 industries. Owing to the international and diverse 
survey population, it became evident, that geography explains 72 percent of the variation in
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EVP preferences. A further 13 percent is on account of the level of a position in the 
organization. In contrast, age, function, gender, and ethnicity were found to explain 
progressively less variation. Somewhat dissenting from calls to take account of the age 
aspect, these findings suggest that segmentation based on the last items is unlikely to 
produce substantial returns.
The outcomes of the 2006 and 2009 surveys (Table 4.3.) enable not only to acquire cognition 
about the most valued attributes, but they also permit to identify a clear shift in the ranked 
order of importance of top drivers of commitment and retention across the populations.
2006  __ fo p  10 EVP Drivers o f 2009  _  Top Ten EVP Drivers o f
C om m itm ent and Retention C om m itm en t and Retention
1. D evelopm ent opportunities 1. Job-lnterests alignm ent
2. Future career opportunities 2. M anager quality
3. Job-lnterests alignm ent 3. Coworker quality
4. Recognition 4. People m anagem ent
5. Innovation 5. Respect
6. Respect 6. Collegial w ork environm ent
7. Em pow erm ent 7. Senior Leadership reputation
8. People m anagem ent 8. Job im pact
9. M anager quality 9. Innovation
10. Senior Leadership reputation 10. Em pow erm ent
Table 4.3. The Top 10 EVP Drivers of Commitment and Retention.
Based on surveys of the Corporate Leadership Council (2006; 2009).
Conducted in a time-lag of three years these trends could well reflect the kind of influence 
economic cycles and the resulting changes and insecurities in the workplace can have on 
individuals of all ages. Seven out of ten top drivers are present on both lists: job-interests 
alignment, innovation, respect, empowerment, people management, manager quality and 
senior leadership reputation. Three attributes ranking high in 2006 now find themselves far 
from the top: development opportunities, future career opportunities, and recognition. All of 
these are, if one may say so, somewhat more individualistic and ‘self-serving’ items. The 
three other attributes which have replaced them could be perceived to stand for solidarity 
and a sense of common purpose: coworker quality, collegial work environment, and job 
impact. Last but not least, CLC reports that the percentage of employees displaying high 
levels of discretionary effort has decreased by more than 50 percent i.e. from 17 percent in 
2006 to 8 percent in 2009 (CLC 2009, p. 3).
A deeper analysis conducted by the CLC indeed suggests that change is playing a strong 
role in the decrease and in altering the EVP preferences. With more than half of all
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employees indicating that their relationships with their colleagues or direct management have 
suffered due to layoffs and/or restructuring, the disruption of networks has become the most 
significant rootcause explaining the drop in satisfaction. When employees are confronted 
with an uncertain future and stress within their organization, they at least desire and expect 
to enjoy the environment they work in. Furthermore, the more disruptive change the 
individual experiences or anticipates which alters his/her day-to-day work, such as 
restructuring of teams and responsibilities, the less alignment he/she is likely to perceive 
between his/her interests and the job he/she is doing. It is anticipated, that as an outcome of 
the turmoils in the marketplace, many employees currently find themselves in vague roles or 
ones which they were not really interested in (CLC 2009 p. 20-24).
It is intriguing for the present author to view these results in light of the research (Kauppinen 
et al. 2004) which found the frequency of early exit thoughts to be often linked to the work 
community and the fear of ageing bringing along problems in the workplace (see 4.2.1.). 
Could it be, that what large cohorts of employees are now, amid the economic cycle, sensing 
and finding as perturbing, contains many features which are found or feared in general to be 
characteristic for the workplace of seasoned employees? Looking back at the many sources 
in literature, is it not uncertainty, experience of stress, disruption of social networks at work, 
and finding oneself in less attractive, meaningful, or valued roles what many employees 
expect to or encounter in employment from midcareer onwards?
In connection with the previous it would be luring to assume, that although the preferences 
for EVP factors appear to be similar across age groups (CLC 2006; 2009), the many age- 
biased practices in today’s workplace could have a diluting impact on older employees’ work 
related motivation. After all, such practices undermine the instrumental value of older 
employees’ actions and are bound to impinge on the effort-performance, performance- 
rewards, and rewards-personal goals interrelations. Yet, studies in lifespan psychology have 
discovered that older employees are in general more focused on positive experiences, have 
better emotional regulation, and have more realistic expectations about what to receive from 
their world than younger employees (e.g. Carstensen et al. 1999; Hunt 1992). As an 
example, Jasper et al. (2001) observed that younger employees (aged 35 and below) and 
mid-career employees (aged 35-45) are generally more demanding than older employees 
regarding their expectations on their working environment and their prerequisites for 
engaging in innovative behaviour. They are also less satisfied with the extent to which 
organizations provide for such conditions.
Also employees in the later stages of career are shown to have significantly higher career 
resilience, and a higher motivation to persist in attaining career goals (Noe et al. 1990). Older
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employees may have a more realistic view related to the potentially promissory aspects in 
the exchange relationship between them and the organization. It could also be that 
regardless of a possible breach, older employees are realistic about their possibilities of 
changing jobs (Bal et al. 2008). Or, perhaps Carstensen et al. (1999) have a point in 
asserting, that the perception of an approaching retirement, and the awareness, that the 
current employer will be their final one, may enhance an employees’ strive to make the 
working experience with the employer a more positive one -  even against all odds.
4.S.4.4. Models of extrinsic and intrinsic work orientations
Expanding on the expectancy theory, Porter and Lawler (1968) suggest, that although the 
relationship between performance and rewards is not direct, performance in itself produces 
both intrinsic and extrinsic outcomes. In the intrinsic context employees engage in an activity 
purely for the immediate pleasure, interest and satisfaction deriving from the activity itself. 
The extrinsic context implies attaining a drive to accomplish something from the extrinsic 
consequences to which an activity leads to (Gagne and Deci, 2005 p. 331). Hence, Porter 
and Lawler (1968) endorse structuring work environments to become more intrinsically 
rewarding (for example via job enlargement) and make extrinsic rewards (advancements, 
salary increases) explicitly dependent on effective performance.
Some studies probing the additivity hypothesis of Porter and Lawler (1968) found that 
tangible extrinsic rewards were eroding intrinsic motivation to perform whereas verbal 
rewards enhanced it (e.g. Deci 1975; Eisenberger et al. 1999; McGraw and McCullers 1979). 
The understanding now is that instead of being additive, intrinsic and extrinsic motivation can 
be positively as well as negatively interactive (Deci and Ryan 1980). In fact, research in the 
area of cognitive evaluation theory has indicated, that while some external factors undermine 
intrinsic motivation (e.g. tangible rewards, deadlines, monitoring, evaluations), a number of 
other (e.g. task-related choices) can heighten intrinsic motivation (Gagne and Deci 2005, p. 
332).
A number of studies have found, that job related positive cognitions of older employees are 
more closely linked to intrinsic factors of work than those of their younger colleagues (Kanfer 
and Ackermann 2004; Valentine et al. 1998; Vallerand et al. 1995). Research has confirmed, 
that intrinsic factors, in particular job autonomy, decision latitude overtime utilization, and the 
possibility to choose the timing of retirement, can encourage or discourage older employees 
to postpone exit from the workforce (Saba and Guerin 2005; Shacklock and Brunetto 2005). 
Furthermore, activities which are optimally challenging have been shown to be highly 
intrinsically motivating for employees of all ages (Danner and Lonky 1981 ; Gagne and Deci 
2005). All of these external factors can be directly impacted by management.
74
The cognitive evaluation construct stresses especially the significance of employee’s feelings 
of competence and autonomy for intrinsic motivation. It claims that employees’ motivation 
varies from amotivation, a complete lack in self-determination, to intrinsic motivation, a state 
of constant self-determination depending on their perceptions of competence and self- 
determination (Deci and Ryan 1985; 1991; Gagne and Deci 2005). Studies have confirmed, 
that limited opportunities for maintaining and enhancing work related capabilities and a lack 
of enabling verbal feedback on performance can reduce older employees’ perceptions of 
competence and motivation (Greller and Simpson 1999; OECD 2006). This would support 
the hypothesis of Deci and Ryan (1985; 1991) and the assumption of Bandura (1977), that 
one’s self perception is likely to impact self-efficacy which is core for an individual’s 
motivation and a key predictor of task engagement, commitment and effort. Should older 
employees perceive themselves as less capable and therefore increasingly dependent from 
others, this could potentially have negative consequence for their work related motivation 
and intent to remain in the workforce (Vallerand et al. 2005).
4.S.4.4.7. Impacting creativity and innovation of the ageing
In light of the previous, it is assumed, that employee motivation can be impacted by 
redesigning the external factors of the job in a manner which makes them more intrinsically 
motivating for the individual (Hackman and Oldham 1980). When it comes to the fortune of 
innovations, extensive research by Teresa Amabile (1996) has discovered an intrinsic 
motivation principle underpinning the creativity of individuals in the workplace. There is broad 
consensus about the influence of the work environment in enabling employees to nourish 
their creative potential and to make productive and meaningful contributions in the 
workplace. Thus, in an attempt to design work in a way which could foster the innovative 
capacity of ageing employees, it would be important to gain a better understanding of 
enabling extrinsic factors which have been found to support becoming creatively active at 
work.
In management research on innovation, age has so far served as a control variable, and 
there is only marginal data available about the role of possible moderators in the relationship 
between age and creativity. Yet, research by Binnewies et al. (2008) examined the interplay 
between two external enabling job resources i.e. job control and support form colleagues and 
supervisors, age, and creativity at work. These two variables have been identified in a 
number of studies, as major ones related to employee creativity (Amabile 1988; Ohly et al. 
2006; Shalley et al. 2004). The level of job control enables employees to experiment in the 
workplace, gives room for the generation and enhancement of creative ideas at work (Ohly et 
al. 2006), and may enhance employee responsibility for developing creative solutions to
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problems or ways to improve efficiency (Frese et al. 1999; Ohly et al. 2006). On the other 
hand, the support for creativity from colleagues and supervisors is assumed to increase 
motivation to be creative, to reinforce the belief that creative ideas are valued, and help to 
create a climate of psychological safety which encourages the proposal and discussion of 
new ideas (Baer and Frese 2003; Baer and Oldham 2006; Edmondson 2003; Kahn 1990; 
Ohly et al. 2006; Zhou and George 2001).
Binnewies et al. (2008) found, that under conditions of high job control, the relationship 
between age and idea creativity was positive. Hence, under conditions of high control, age 
was unrelated to the quality of creativity. Interesting was, however, that under conditions of 
low job control, the relationship was negative. Older employees’ creativity appears not to 
differ at a high or low level of job control; a high level of job control does not seem to foster 
older employee’s creativity nor does a lower level of job control decrease it. Maybe older 
employees have gained the experience and self-confidence to generate creative ideas 
independent of the level of job control. Or, they have learned to be creative at work even 
when the job characteristics are less favourable. Instead, younger employees in this same 
study were most creative under low job control and less creative in situations with high job 
control. It appears that they lacked the skills to handle the demands and to benefit from a 
high level of job control. Such findings support views (chapter 3.5.) which regard experience 
and domain-relevant skills and knowledge as pivotal to creativity and to releasing mental 
capacity for creative problem solving (Amabile 1998; Weisberg 1999; Ohly et al. 2006).
The Binnewies et al. (2008) research furthermore discovered, that age was negatively 
related to creativity under conditions of low support from colleagues and supervisors. There 
where job control appears surprisingly to play less of a role, experiencing low support for 
creativity from colleagues and supervisors appears to be specifically harmful for the level of 
older employees’ creativity at work. This is not an unexpected outcome in light of the 
relevance which Bandura (1997, p. 206) ascribes to the collective attributes of the work 
environment or of the organizational culture for creativity and innovation. With little or no 
support for developing creative ideas, older employees might be discouraged to come 
forward with ideas and resort instead to routine ways of solving problems (Tierney and 
Farmer 2002).
With regard to the significance of supervisory support, there is indeed growing empirical 
evidence, that it is the organization’s leaders who play a fundamental role in determining and 
shaping the actual work contexts which contribute to organizational innovation and impact 
innovative behaviours (Amabile 1998; Damanpour and Schneider 2006, p. 220; Dess and 
Picken 2000; Elenkov and Manev 2005; Jaussi and Dionne 2003). Research on creativity in
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the area of management focuses on creativity as a behaviour in the workplace that can occur 
every day (Amabile 1996; Shalley et al. 2004). Thus, the motivation of an employee to be 
creative is considered an area in which management can make every difference on a day-to- 
day basis through their own actions (Amabile 1998). The extent of support and 
encouragement which an organization provides its employees to take the initiative and 
explore innovative approaches is predicted to impact the degree of actual innovation in the 
organization - both in terms of process and outcomes (Martins and Terblanche 2003, p. 67 - 
68; Mumford and Licuanan 2004).
Innovation related literature indicates the significance of leaders focusing on enabling factors 
that prompt participation, expose individuals to encounters with smaller barriers, provide 
multiple stimuli and challenge, give freedom to experiment and the opportunity to build on 
earlier ideas. Equally important is to reinforce activities which encourage open dialogue, 
show that everyone’s input is valued, build trust and respect, enhance acceptance amongst 
peers and within the organization, as well as an atmosphere of care (Bear and Frese 2003; 
Bundy 2002; Elenkov and Manev 2005 p. 384; von Krogh et al. 2000; Rafferty and Griffin 
2004; Tierney et al. 1999). Yet, surveillance, being evaluated, fearing judgement, competing, 
working under stress and pressure which are unrelated to the undertaking, restricting 
choices, time strains, and working for inappropriate extrinsic rewards have been found to be 
particularly detrimental to creativity at all ages (Amabile 1996; Grupas 1990).
Building on the previous, research by Jasper et al. (2001) furthermore suggest, that the older 
a company’s employees are, the more significant becomes the relationship between the type 
of work setting and people’s willingness and ability to engage in innovative behaviour. Based 
on a study covering multiple organizations, Jasper et al. (ibid.) identified, that especially 
relevant for stimulating creativity are working environments which grow knowledge; enable 
the emergence of new perspectives as well as the connectivity between ’old’ and ’new’ 
knowledge; provide a variety and challenge within the job; practise cooperational leadership, 
enable participation, provide a high degree of self-determination and room to manueveur in 
the job (fields of experimentation); cultivate error-friendliness of the environment (allowing for 
failures); enhance a culture of trust towards one another; have transparent business 
processes, nurture an activating and open working climate (impulses from the inside and 
outside), practise targeted information exchange between generations within the 
organization, and highlight the noticeable purpose of the sought innovations.
The features described in the prior two passages are characteristic for the concept of 
transformational leadership in which both direct and indirect modes of motivation are utilized 
(Bass 1985; Henry 2001; West et al. 2003). These kinds of supervisory behaviours could
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potentially have a considerable impact on enhancing creative ideas amongst older 
employees. After all, for employees to come up and voice ideas that challenge the way 
things are done, some level of risk-taking on their behalf is required. Considering this basic 
prerequisite, it is necessary to bear in mind, that age has been identified as a significant 
factor linked to the readiness to take risks; younger individuals have been associated with 
taking greater risks and older individuals with being more cautious (e.g. Deaking et al. 2004; 
Ernst et al. 2005; Kahneman and Tversky 1979; 1984) for various, still contested, reasons. 
And since risk-taking, on its part, is regarded as a major element of creative and innovative 
behaviour (Amabile 1992; Barron 1988; Shalley and Gilson 2004), it would be pivotal to 
shape working environments, which encourage and enable also older employees to put their 
ideas forward.
A study by Cardiff Business School (Walpole 2005) asserted that an enterprise, regardless of 
its size and sector, practicing most of the basic principles of transformational leadership is 
likely to be innovative. It enables establishing the kind of work environment which facilitates 
bringing up suggestions, supports ideas and probing, does not permit fear of failure, and 
ensures that retaliatory actions or reprimands are off the agenda (Amabile et al. 1996). 
Innovation is fostered by these leadership behaviours as they actively encourage and 
support employees to think and re-think creatively about all work related aspects (Sosik et al.
1998). Jung et al. (2003) and West et al. (2003) confirm that transformational leadership 
indeed fosters innovation as it has the ability to tap more fully on the value systems of many 
individual employees and hereby increase their levels of motivation towards stronger levels 
of engagement. By encouraging the interaction of employees and the diffusion of learning 
within the organization, leaders can elevate overall organizational innovation (Yukl 2002).
4.3.4.S. Goal setting theory
Alike the Expectancy Theory and related constructs, also the Goal Setting Theory (Locke 
and Latham 1990) has become a popular focus of attention amongst business leaders 
seeking to enhance performance, productivity, and stronger competitive advantage through 
the refinement of employee performance management approaches. Yet, in addition to the 
employer driven management-by-objectives practices, also individuals have personal goals 
of their own which they value, establish, and exert effort to attain. Although both dimensions 
can differ significantly in terms of their point of origin and end, they still represent goal setting 
theory as a cognitive theory of motivation which is based on the assumption, that individuals 
have needs which can be thought of as specific outcomes they hope to attain (Locke 1968). 
The behaviours of individuals are believed to be activated and governed by these goals and 
ambitions.
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In the following the relevance of goals in motivating and driving the work related performance 
and behaviour of more seasoned employees is covered from the two perspectives i.e. as a 
vehicle by which employers seek to propel desired employee behaviour (A.) and as an 
employee driven choice (B.) as to where and how energy is invested by the individual.
A. Aaefina) and motivation through employer driven goals
Locke and Latham (2006) assert that ability, goal commitment, feedback, and task 
complexity are seen as moderators in the process of activating and governing employee 
behaviours. On the other hand, direction of attention, persistence, and effort function as 
mediators to support the attainment of the goals. The understanding is that there is a 
likelihood of increased high level employee performance when the goals are challenging, the 
moderators are present and the mediators are operating. A few studies have in fact provided 
proof that the clarity and difficulty of goals lead to increased levels of employee performance 
and productivity (Locke and Latham 2006).
However, when it comes to the potential impact of goal setting on driving older employees’ 
performance, there is some evidence, that older employees are less goal oriented than 
younger ones (Lord and Farrington 2006). According to Kanfer and Ackermann (2000), a 
number of studies reveal that compared to younger adults, the strength of the older 
employees’ achievement oriented motivation decreases when measured in terms of personal 
mastery and competitiveness. Perhaps one should consider that although an individual’s 
lifespan is characterized by wins and losses, this relationship becomes more negative as 
people age (Baltes 1997; Brandstadter 1998). For older employees, for example, the pursuit 
of new goals absorbs more resources than for the younger ones. Given the reduction of 
resources, older employees have been found to seek to utilize their available resources in a 
focused and as effective way as possible (Freund and Ebner 2005).
Goal setting is also particularly associated with an increase in extrinsic motivation and an 
impairment of intrinsic motivation (Elliot and Harackiewicz 1996; Rawsthorne and Elliot
1999). Depending on the direction and intensity of organizational goal setting approaches, 
they could herewith hypothetically even serve to diminish the work motivation of older 
employees should the previously mentioned claim from Kanfer and Ackermann (2004) hold, 
that older employees have been more closely linked to intrinsic factors of work.
B. Aae(ing) and motivation through employee work related goals
Hunt (1992, p. 5-27) regards performance at work and work related behaviours as a function 
of the individual’s abilities, experience, goals, energy, and rewards. Of all the factors relating 
to the individual, goals are considered as the strongest predictor of employees’ performance
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at work. Since human beings are purposive, an individual’s behaviour and performance are 
always underpinned by reasons; employees select goals or outcomes which are personally 
considered valuable and important, and then set out to reach them. And six reoccurring 
universal goal categories are put forward in this regard which employees have been 
identified to consciously seek to satisfy at work; comfort, structure, relationships, recognition 
and status, power as well as autonomy, creativity, and growth.
Hunt theorizes that the multitude of individual values, which are acquired in the context of an 
employee’s personal and professional life, are reflected in these six universal work related 
goals.). Considering, that employees end up making choices between career vs. family, 
structure vs. excitement and risk, individual vs. collective, autonomy vs. team-work, money 
vs. challenge throughout their entire working lives, it is in the choices made where underlying 
values are understood to become particularly obvious. Although these goals are dynamic, 
some underlying patterning is understood to remain despite the intervening years and the 
subtle shifts in the relative priority of values and beliefs (Hunt 1992, p. 8; Rokeach 1973) 
According to Hunt (1992, p. 30), “people have a tendency to return to ends or goals that 
seem to be (sufficiently) important to them” Ç\b\6., p. 6). And these individual interest patterns 
are unlikely to reverse except for perhaps during specific periods only.
Informed by the analysis of more than 37.000 surveys collected over two decades, Hunt 
(ibid., p. 43) concludes that “age is likely to have the strongest impact on how people rank 
their goal priorités ... and there is ample evidence of different goals being important at 
different stages of a person’s life ... yet, organizations make little allowance for these shifts". 
Despite diverse individual interest profiles, the following commonalities in the importance of 
goals have been captured for specific age groups nearly twenty years ago:
A. Early to mid thirties
Hunt (1992) discovered that employees in this age group are characterized by a high 
demand for increased possession. Expectations for more autonomy, power, recognition and 
financial rewards from the employer rank high in importance. Strong emphasis is herewith 
placed on career progression and associated prospects. These outcomes are in line with a 
number of other studies (Hurd 1996; Lord and Farrington 2006).
In view of these expectations, studies reveal a mid-career crisis amongst middle managers 
around their late thirties which is most frequently triggered by a career blockage (Hunt 1992, 
p. 33). Already four decades ago, Crites (1969) theorized, that career satisfaction is expected 
to follow a cyclical curve in which it is at its highest at the entry level, declines to its lowest 
level during midcareer when the employee’s initial expectations and enthusiasm of a rapid
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progression are withheld, and increases to an asymptote at around age 40. In today’s global 
economy and increasingly unpredictable career environment the sobering must be even 
greater as cohorts of highly qualified employees find themselves competing for increasingly 
fewer management positions in leaner organizations. Since entire levels of middle and upper 
management have been effaced to improve business competitiveness the chances of an 
employee to progress up to high levels of management are minimal.
There is also growing concern that career progression related disillusionment could become 
even more wide-spread, eventuate already at an earlier stage, and continue beyond the early 
forties. Studies indeed depict, that employees between the ages of 35 and 54, not only make 
up more than half of the workforce, but also are the most disaffected cohort in the workforce. 
Instead of being at the peak of their productivity, they are working more, enjoying it less, and 
are looking for alternatives (Morison et al. 2006, p. 79-80). This midcareer disillusionment 
has been associated, in particular within the group of managers, with loss of career 
opportunities, loss of job security, and raising doubts about the commitment of the employer 
to their employability. Consequently, managers themselves have admitted to and reported 
decreasing levels of loyalty and work related motivation (Morison et al. 2006; Cease and 
Goffe 1989; Worral and Cooper 2001) and a diversion of energy away from the employer 
towards attaining comfort, recognition or power goals outside employment (Goffe and Cease 
1992). Cuch reactions are considered typical when an employee perceives, that the 
psychological contract between the individual and the organization fails to fulfill expected 
inducements (Morrison and Robinson 1997).
As far as the inducement of career progression is concerned, this is where a gradual change 
in the mental models of today’s employees becomes essential. The career path of many 
knowledge workers is already a working example of an approach which deviates from the 
traditional linear ‘climbing up the corporate ladder’ one; it is wave-like and includes climbs, 
lateral moves, and planned down-shifting (Benko and Weisberg 2007). Hence, it has more 
elasticity to accommodate the varying values, personal expectations and aspirations of 
employees at different times of their life. And, it can help to countervail disillusionment as it 
does not build on the assumption that progression can only be obtained by achieving the 
maximum on hierarchical leverage.
S. Early to late forties
Managers in their forties have been found to commence to understand and accept that their 
strive for positions, power, recognition, and status is nearly over. While career related goals 
are still important, the possible disillusionment of the earlier phase has often by now turned
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into a readiness to help others and focus more energy towards supporting the up-coming 
generations of employees. Concern for relationships, stability, and structure has shown to 
become more and more important and the enthusiasm for the radical or different is replaced 
by conservative views of the world. Furthermore, managers in this cohort appear to allocate 
ascending importance towards life outside of their workplace; leisure activities, the 
relationship with their private partner, friendships, and giving back to the community climb in 
priority. Such a trend in priorities is likely to continue until the end of one’s lifetime (Hunt 
1992, p. 34). This corresponds to the earlier mentioned notion of generativity motives 
becoming central as people age (Carstensen et al. 1999; Erikson 1963; Lang and 
Carstensen 2002).
C. Fifties
Managers in their mid fifties are observed to assign equable importance to comfort, structure 
and relationship as they do to high-achievement goals of recognition, power, autonomy, 
creativity, and growth. Concern for comfort, health, security and certainty are prevalent. A 
reappraisal of relationships outside the workplace is necessary to ensure connectivity 
towards the private sphere. Hunt (1992, p. 34-35) discovered that in this respect far-sighted 
high-achievers were slowly transferring their energy from employment to other activities. 
Through the late fifties hobbies, a small business or charity work attained growing 
importance in the phase of preparing for retirement.
The present author’s efforts to find more recent data deriving from the application of this 
Work-Interest construct remained unfortunately unrewarded.
4.3.5. Job satisfaction (and work related behaviours)
Job satisfaction is treated as a main employee attitude which is closely linked to the motives 
and motivation of the individual and how they experience their work. Employees are known 
to have various attitudes and viewpoints in terms of their jobs, their personal growth, their 
careers, their organizations, and the interplay between their work and life satisfaction. As an 
outcome of employees’ global evaluation of their workplace and work context, it is amongst 
others explained as "the extent to which people like (satisfaction) or dislike (dissatisfaction) 
their work” (Specter 1997, p. 2). Ultimately, job satisfaction is regarded as an important 
indicator of how employees feel about their jobs and how they experience their work.
In the literature, job satisfaction is viewed both as a dependent as well as independent 
variable. It is seen as an element which varies according to the quality of working conditions 
and other stressors, and it is treated as a factor which can determine diverse favourable and 
less favourable outcomes. Gouws (1995) theorizes that factors motivating employees are the
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same ones that contribute to their satisfaction in the workplace; motivated employees are 
generally satisfied with their work -  motivation thus manifests itself in job satisfaction 
(attitude, feeling) and performance (behaviour). In fact, most of the common theories on job 
satisfaction overlap with the most common ones on job motivation (Beck 1983).
Several studies have been conducted to determine the job satisfaction-performance 
relationships. The research by Reichheld (1996), Heskett et al. (1997) and the longitudinal 
study of Koys (2001) are but some of the examples representing the positive organizational 
level outcomes. They concluded that there is a direct and quantifiable link between employee 
satisfaction and customer satisfaction, productivity and financial results. They herewith 
confirm the understanding of the Happy-productive workers theory (Wright and Staw 1999) 
which postulates, that an employee’s positive affective state might be linked to a number of 
positive outcomes in terms of organizational and work related behaviours -  including 
creativity (e.g. Amabile et al. 2005).
Demographic variables have received empirical evidence as significant predictors of job 
satisfaction (e.g. William and Hazer 1986). As far as the concerns surrounding the greying of 
the workforce is concerned, there is for example consistent evidence suggesting, that work- 
related attitudes are more positive with increasing age (e.g. Sterns and Miklos, 1995; Towers 
Perrin 2008). One of the more recent studies, the Gallup’s Social Series Work and Education 
Poll (Gallup 2008) in the US showed little difference between men and women, and even 
between upper- and middle-income workers, in overall job satisfaction. The more notable 
differences were by age; the oldest category of workers aged 55 and older being much more 
likely to be ‘completely satisfied’ (57 percent) than the employees aged 35-54 (48 percent) or 
those in the group aged 18-34 (42 percent) who are most likely still trying to build their 
careers and disaffected as discussed just in the previous section. Relating to this 
phenomenon, data shows that altogether the job satisfaction of the highly educated is 
generally lower than that of other groups. This is in essence linked to their expectations; the 
more educated are known to have higher expectations regarding the monetary and non­
monetary returns from their jobs and are herewith more easily disappointed with their work 
related experiences and with the development (Clark and Oswald 1996).
Returning back to the link between age and job satisfaction, it also fair to acknowledge, that 
some studies (e.g. Cleveland and Shore 1992; Spreitzer et al. 1997) have not observed the 
existence of such a positive age-satisfaction relationship. Once more, Barness-Farrell and 
Mathews (2007, p. 144) rightfully suggest, that one should not disregard the potential impact 
which disruptive organizational structures and career patterns could have on the relationship 
between age and job satisfaction in the longterm.
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4.3.5.1. Job satisfaction and the decision to retire
In an extensive review of available literature, Griffeth et al. (2000) and Currivan (1999) found 
a substantial body of sources reporting, that job satisfaction is negatively related to turnover 
intention across demographic cohorts. It has also been theorized as a core antecedent 
predicting a variety of further withdrawal behaviours including the decision to retire (e.g. 
Hackett and Guion 1985; Kohler and Mathieu 1993; Mobley et al. 1979; Williams and Hazer 
1986).
A 2008 survey in the US (Helman et al 2008, p.4) of individuals, who had actually retired 
recently, sheds light to the presence of job satisfaction as a possible determinant in the 
retirement decision making process. Interestingly enough, the majority of the respondents 
(54 percent) reported, that at the time of making their decision to retire, they were either 
‘extremely, very, or somewhat satisfied’ with their job. For this cohort other determinants, 
which were unfortunately not investigated, were more likely to impact their decision.
However, a considerable group (46 percent) indicated, that they were ‘not too satisfied’ or 
‘not at all satisfied’ at the time of the decision. Nearly two-thirds of these retirees responded 
that the most significant contributor to their lack of satisfaction was their perception, that they 
were not valued by the company or their work did not have long-term value. Further 
significant contributors to low levels of satisfaction were stress (47 percent), no longer 
growing or learning (45 percent), and not enjoying their work (44 percent). These identified 
drivers are displayed in the below Figure 4.4.
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Figure 4.4. Percent of recent retirees rating factors as contributing a great deal or 
very great deal to their lack of job satisfaction. Source Helman et al. (2008, p. 8).
While the latter factors have probably increased the attractiveness of an exit decision, the 
survey has also identified factors which could have, retrospectively, impacted the decision to
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continue working amongst respondents in both the satisfied and dissatisfied groups. Almost 
half of the retirees (48 percent) voiced, that feeling truly needed for an assignment would 
have been extremely or very effective in encouraging them to delay their retirement. Of those 
ranking this factor as one of the top two most effective incentives, 72 percent concluded, that 
it might have prompted them to stay at least two more years with the company (Helman et al 
2008, p. 4).
Nevertheless, a word of caution is legitimate when viewing these outcomes. Gutek and 
Winter (1992, p. 75) have demonstrated, that a cross-time consistency in job satisfaction is 
not robust. When it comes to reported pre, present and post attitudes, there is no 
consistency of job attitudes across various job situations. In the absence of empirical causal 
evidence, it would be beneficial to investigate the extent to which the employers sincerely 
communicating the true need for employees {being individually valued) for an assignment 
(valueing the work and the kind of work done) actually have an impact on the employees’ 
decisions and actions to prolongue their stay. Providing such behaviours and communication 
bare a fair chance of prolongueing the intent to remain contributing in the workforce, these 
aspects should be seriously and duly attended to.
4.3.6. Some limitations of contemporary constructs
When looking back at the various job satisfaction and motivation constructs discussed in this 
chapter and considering related findings, it is only fair to acknowledge, that these theoretical 
frameworks and their ability to actually impact and/or predict work related attitudes and 
behaviours continue to be contestable. For example, the existence of a direct link between 
job satisfaction and productivity is set increasingly under questioning. Also it is more than 
possible, that the job satisfaction dimensions related to performance and intent to leave are 
not identical.
Similarly the already existing motivational theories are under constant debate for their 
inability to cover this multiple and complex construct. As mentioned in the beginning of this 
chapter, when it comes to age-related aspects, more research would be needed to gain a 
better understanding of the possible role of age within the motivational constructs and how 
various factors could contribute to the retention and motivation of employees as they age. 
Also the cross-cultural applicability of the motivational theories is questioned. One of the 
critiques is Fatehi (1996, p. 231), who averts, that “most management literature on motivation 
is psychologically oriented and based on psychological models developed and tested almost 
exclusively in the United States’’.
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When it comes to predicting behavioural outcomes related to the prolongation of productive 
work life, van Dalen and Henkens (2000) criticize, that contemporary motivation based 
approaches miss many of the main issues. This is because the development of incentives for 
continued participation for older employees relate principally around the logic and 
understanding of individual level motivations. Yet, in reality the decisions to leave work or to 
prolong the stay are strongly shaped within the conjugal relationships, most frequently being 
a joint decision and/or imposed by the external (Henkens and van Solinge 2002). Thus, the 
employees extended lives can be assumed to have a considerable impact in determining 
these work related decisions. Similarly Voydanoff and Donnelly (1999) emphasize, that to 
understand the needs, motivations and expectation of individuals at work, one cannot be 
regarded simply as an employee, but as a spouse, parent, and a member of the community 
as well. After all, individuals are theorized (Hughes and Grahams 1990) to have six life roles 
e.g. relationship with self, work, friends, community, partner and family. Assumption of a new 
role or an alteration in an existing one, have the potential to create conflict and prompt a 
need for modifications in other life roles. Due to their relevance, findings related to an 
employee’s extended life will herewith be viewed in Chapter 4.4.
4.3.7. Job engagement and work related behaviours
The concept of employee engagement is also rapidly gaining popularity in the workplace and 
in management literature. Multinational consultancy firms with a number of their client 
corporations portray significant benefits from employee engagement in terms of business 
performance, innovation and profit. Large-scale studies across the world’s largest economies 
demonstrate convincing evidence and strong linkages between some conceptualizations of 
engagement and workers performance and/or business outcomes (Harter et al. 2003; 2009; 
ISR 2004; 2006). For example, substantial differences have been found in changes in both 
operating and net profit margins when comparing high engagement to low engagement 
companies in 41 companies over a three-year period of time (ISR 2004; 2006). There is 
furthermore evidence that for example turnover rises in inverse proportion to the level of 
engagement (Towers Perrin 2008).
Employee engagement is attracting increasing attention as well in psychological and
business literature as researchers attempt to attain more clarity around the construct. In the
absence of clearness it is defined, operationalized and measured in many ways. On the one
hand it has been said to serve as a combined measure of an individual’s involvement,
satisfaction, and enthusiasm for work (Harter et al. 2003). On another take it has been
reported to belong on the time continuum and measured as a locus of an individual’s use of
time along the axes of engagement/disengagement from the organization and from the task
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(Goddard 2001). Further findings from psychological literature suggest that engagement 
could be viewed as the positive antithesis of stress (Schauffeli and Bakker 2004). Thus, 
psychological literature offers multiple definitions of employee engagement, all of which 
operationalize various engagement constructs and continuums.
Perhaps the most grounded theoretical framework for employee engagement is that of Khan 
(1990, p. 694). It theorizes how “psychological experiences of work and work contexts shape 
the process of people presenting and absenting themselves in the workplace and during task 
performances”. Hence, individuals are considered to make deliberate choices as to how 
much of themselves they allow to be present in the various roles of their lives -  including that 
of an employee. In the end, each performance is understood to be as good as the self that is 
present. The understanding is that employees experience dimensions of personal 
engagement and disengagement throughout their daily work and can be emotionally, 
cognitively or physically engaged -  even in one dimension and not in the other. Therefore, 
engagement is viewed as a changing and less consistent phenomenon. The belief is, 
however, that the more engaged an employee is on each of the dimensions, the higher the 
individual’s overall performance engagement. Instead disengaged employees are believed to 
detach themselves from their roles, withdraw cognitively and emotionally, as well as display 
incomplete effort and performance.
A reoccurring understanding in engagement related management and psychological 
literature is the idea of ‘going the extra mile’ and exerting discretionary effort beyond what is 
normally expected in the form of extra time, brainpower or energy (Scottish Executive Social 
Research 2007; Vance 2006, p. 3). What is considered to be distinct to employee 
engagement is that for the employees to ‘go the extra mile’ the organizations have to ‘go the 
extra mile’, and engagement should always be explained and measured in the context of 
productivity at work. The organization, its view of engagement, and how it acts to create an 
environment conducive to engaging employees is seen as the primary driving force behind 
engagement (Scottish Executive Social Research 2007). However, once again, there are no 
conclusive employee engagement models or drivers. Instead a multitude of individual and 
organizational factors are understood to contribute to the arousal and extent of engagement 
experienced at work (Khan 1990; Scottish Executive Social Research 2007).
4.3.7.1. Engagement and age(ing) related findings
As far as the possible linkage of chronological age to levels of employee engagement is 
concerned, there are some extensive studies that offer respective insights. These include 
findings from Robinson et al. (2004) as well as inquiries conducted by the Chartered Institute
87
of Personnel and Development CIPD (Truss et al. 2006), Towers Perrin (2008) and Sirota 
Survey Intelligence (2008). In an in-depth analysis of data from 14 organizations in the NHS 
Robinson et al. (2004) found that engagement levels tend to go slightly down as employees 
age. However, the highest levels of engagement are displayed in the oldest cohort i.e. those 
aged 60 and over. Another CIPD (Truss et al. 2006) survey showed that employees aged 55 
and over were more engaged with their work than any of the younger groups of employees. 
Also in a US sample (Sirota Survey Intelligence 2008) of more than 300.000 workers, 
individuals 63 and older demonstrated the highest levels of engagement (84 percent).
Confirming the positive trend, a Towers Perrin (2008) inquiry found, that although 
engagement levels vary only marginally with employee age, the group of employees 50 and 
above have the highest score (20 percent) in being fully engaged (Towers Perrin 2008). 
Based on the application of their three-part model of engagement which includes ‘rational’, 
‘emotional’ and ‘motivational’ items to determine the level of engagement, the survey 
however discovered, that only a small group of respondents globally are highly engaged (14 
percent) at work. The majority are at best moderately engaged (62 percent) and the 
remaining are genuinely disengaged (24 percent).
Aside from the data on perceived engagement levels, the Towers Perrin Global Workforce 
Study (2008) provides a means for obtaining insights about factors which are thought to drive 
engagement and retention within the different age groups. The scope of the analysis includes 
over 86.000 employees worldwide who are on average 37 of age, midway through their 
careers, 9 years with their current employer and spend a considerable amount of time at 
work. Two-thirds of the respondents hold management positions or individual contributor 
roles each of them requiring significant specialized knowledge or skills. Thus, this sample 
represents by far the kind of ‘talent’ which is sought after by businesses to succeed both in 
today’s and tomorrow’s increasingly competitive and complex business arena.
The identified engagement drivers by age group indicate evident variances. Consistent with 
many of the findings discussed in the sections on values, motivation, and satisfaction, 
employees in today’s workforce clearly aspire different things from their company at different 
stages of their employment life cycle. Yet, regardless of the age group, and in line with the 
model and findings of Robinson et al. (2004), opportunities for continuous learning, 
development and growth, feelings of being involved, feelings of the work and self being 
valued, positive relationships, and the company’s reputation as a socially responsible 
organization appear to rise as globally relevant factors.
The 10 strongest drivers of engagement across geographies for the different age groups are 
illustrated in order of perceived importance in Table 4.5.
Ages 25 to 35
1. Have excellent career advancement opportunities
2. Senior management acts to ensure organization's long-term 
success
3. Organization's reputation for social responsibility
4. Input into decision-making in my department
5. Set high personal standards
6. Organization quickly resolves customer complaints
7. Improved my skills and capabilities over the last year
8. Senior management sincerely interested in employee well­
being
9. Seek opportunities to develop new knowledge/skills
10. Good relationship with supervisor
Ages 35 to 44
1. Senior management sincerely interested in employee well­
being
2. Improved my skills and capabilities over the last year
3. Organization's reputation for social responsibility
4. Input into decision-making in my department
5. Organization quickly resolves customer complaints
6. Set high personal standards
7. Organizations encourages innovative thinking
8. Good relationship with supervisor
9. Seek opportunities to develop new knowledge/skills
10. Have excellent career advancement opportunities
Ages 45 to 54
1. Senior management sincerely interested in employee well­
being
2. Improved my skills and capabilities over the last year
3. Organization's reputation for social responsibility
4. Appropriate amount of decision-making authority to do my 
job well
5. Enjoy challenging work assignments that broaden skills
6. Organization quickly resolves customer complaints
7. Set high personal standards
8. Have excellent career advancement opportunities
9. Good relationship with supervisor
10. Can impact quality of work/product/service
Ages 55 and older
1. Senior management sincerely interested in employee well­
being
2. Organization's reputation for social responsibility
3. Improved my skills and capabilities over the last year
4. Input into decision-making in my department
5. Set high personal standards
6. Organization quickly resolves customer complaints
7. Satisfaction with the organization's business decisions
8. Enjoy challenging work assignments that broaden skills
9. Understand potential career track in the organization
10. Organization's reputation in the community
Table 4.4. Top drivers of engagement by age group. 
Based on Towers Perrin Global Workforce Study (2008)
As far as age is concerned, it becomes apparent, that as age increases the more notedly 
engagement factors are associated with the ‘softer’ factors of management and the ‘meaning 
of work’. None the less, it should not be disregarded, that the global data confirms the 
concurrent importance of career development and personal growth related items in engaging 
an increasingly older workforce; employees in their mid forties and early fifties yearn for 
substantial career perspectives and those beyond 55 aspire challenging work assignments 
that broaden skills.
Perhaps it would not be too daring to conclude, that based on the extensive data provided by 
Hunt (1992) already two decades ago (see 4.3.4.5.) and these recent findings from Towers 
Perrin (2008), there appears to be a relatively ‘recognizable’ pattern which accompanies an 
employee’s lifespan. As the age-group related surveys were conducted 15 years apart, what 
could have otherwise been regarded as a generation specific phenomena in a single study,
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now indicates that independent from the generation and in general terms, individuals seem to 
progress through more or less ‘assimilable stages’ and place more importance on certain 
related ‘assimilable factors’ as they mature. However, it could be expected, that the timing 
and boundaries of these stages are broader due to the increase in diverse personal 
biographies, rise in overall life-expectancy, and associated work related choices.
Although the Global Workforce Study (Towers Perrin 2008) allowed identifying trends on a 
worldwide level, one must remember, that when looking at the results at the country level, 
significant differences were present. Alone the drivers in China, Europe and the US only 
partially overlapped. This supports the insights from the CLC surveys (2006; 2009) that 
geography explains the lion’s share of the variances in employees’ preferences (in 4.3.4.3.).
In addition to the chronological age, there is furthermore evidence that the longer employees 
stay with an organization the less engaged they become. This trend has been confirmed by a 
number of large-scale studies (Harter et al. 2003; Sirota Survey Intelligence 2008; Truss et 
al. 2006). The Gallup Workplace Audit, which builds on the theory of positive psychology and 
findings from research on success, purports that the following actionable human resources 
areas are key to engaging employees, drive innovation and move the organization forward: 
the clarity of expectations, attainment of basic materials and equipment, the feeling of 
contributing to the organization, the sense of belonging to something beyond oneself, and an 
environment in which one has opportunities to discuss progress and grow (Harter et al. 
2003). Hence, to maintain and enhance innovation and performance of all age groups, it is 
important to continually understand and address factors that foster their engagement in the 
workplace and to ensure, that longer-serving employees continue to be exposed to new and 
interesting challenges (Truss et al. 2006).
Providing that the outcomes of numerous engagement studies (e.g. Corporate Leadership 
Council 2009; Ellis and Sorensen 2007; Hartel et al. 2009; Towers Perrin 2008) hold, we 
cannot but recognize that only few employees in today’s workforce bring their real 
engagement potential into the workplace. And there is evidence of a significant increase in 
the levels of disengagement and a significant decrease in the level of engagement 
throughout the workforce during economic challenging cycles (Corporate Leadership Council 
2009). Nonetheless, the premises for more engagement from the individual’s side appear 
promising; data from the Towers Perrin (2008) research suggests, that “today’s workforce by 
large enjoys challenging work, desires to learn, feels positive about their job and the 
company, and cares about corporate social responsibility. ”
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Given the prior, one cannot but assume that businesses are still far from having exhausted 
the kind of organizational level interventions which could enable and encourage higher levels 
of individual engagement -  and ultimately increase productivity, innovation and 
competitiveness. It is in this context that the data from the ibid. Towers Perrin study reveal 
employees placing an overriding premium on a few distinct ‘softer management’ aspects 
which they perceive as core for their motivation to engage. These include management’s 
interest in employee satisfaction, in employee well-being, and in employee’s having 
opportunities to continuously learn, develop and keep their skills up-dated. The same factors 
were interestingly already outlined amongst the universally most common ones involved in 
the early retirement decision-making process (see 4.2.2.).
Improvements in these few areas could possibly hold a significant source to increase the 
engagement and performance potential of many in the workforce and to extend their active 
contributions in the workforce. To understand the potential which these levers could bare in 
light of the ageing workforce, findings related to employee well-being and employee 
development are viewed in the following.
4.4. Well-being at work and related psychosocial aspects
The prominence attached by employees’ to the importance of wellbeing at work is reflected 
in the outcomes of the Towers Perrin Global Workforce Study (2008). Employees in age 
groups 35-44, 45-54 and 55 years and older ranked ‘senior management sincerely interested 
in employee well-being’ uniformly as their most important driver of engagement. Altogether, 
attention to employee well-being at work is growing as both employees and experts ascribe 
work-related stress and mental health problems as reasons for absenteeism, prolongued 
fatigue (Kant et al. 2003), lower performance levels (Michie and Williams 2003), loss of 
working capacity, early retirement (McDaid 2008), and labour turnover (Watson Wyatt 
2007/2008). In fact, occupational stress is rapidly emerging as the single greatest cause of 
occupational disease and can bring about drastic ramifications for the individual employee as 
well as the business (Leigh and Schnall 2000). It is regarded as a significant obstacle for 
organizational functioning and associated with enormous human and economic costs (Noblet 
and LaMontagne 2006).
Today’s world of work is characterized by work intensification and job insecurity. Work 
intensification refers to the extent to which employees are required to work more and faster 
than previously. Job insecurity relates to employees’ perceptions about the risk of losing their 
jobs or even valued characteristics of their job (Burchell 2002). Both features are claimed to 
stem from the economic changes over the past two decades and associated with down-
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sizing, re-engineering and leanmanagement initiatives (ibid.). Also the nature of work itself 
has altered dramatically with a shift to the predominance of psychological and mental 
demands at work. Encountering some form and degree of pressure and stress in the 
workplace is herewith considered unavoidable - whereby the job stress can be constructive 
or disruptive depending on the presence or absence of hope (Nelson and Simmons 2003).
Although psychosocial stress is a subjective construct and there are considerable variances 
in the way individuals perceive and respond to factors in their work environment, excessive 
job stress is anticipated to have an impact on the lives of all employees regardless of the 
industry, position, gender or age (Noblet and LaMontagne 2006). Vulnerability to disruptive 
psychosocial stress is expected to rise as the nature of work continues to change (Sparks et 
al. 2001). In an environment of increasing pace, job intensification, change, complexity and 
connectivity, approximately 30 -  40 percent of employees in the US, Canada, and Europe 
report high or even extreme levels of perceived job stress with long hours, heavy workloads 
and not enough time as the most common variables (European Foundation for the 
Improvement of Living and Working Conditions 2005; Williams 2006). New technologies are 
understood to contribute their share to the epidemic nature of work place stress since 
employees are permanently wired to their jobs (Macbride-King and Bachmann 1999), the 
boarders between work and private time become not only fluid but also blurry, and there is a 
perceived raiding of one’s space and time.
Despite robust findings linking negative stress to organizational as opposed to individual 
factors, the majority of academic literature still focuses on individual level interventions (The 
European Foundation for the Improvement of Living and Working Conditions 2005). It 
appears that research has concentrated on the ability of individual dispositions to explain 
variances in reactions to differing events related to work. There is also a scarcity of studies 
examining the relationship between work stress and age. One of the few available ones, 
conducted by Wichert (2002), suggests that age appears to be an important factor 
determining how well employees cope with workplace stress. Age tends to have relevance to 
certain aspects of the job and impact the type of workplace stress experienced. Older 
employees in his study were significantly more likely than younger ones to feel that too many 
hours and/or too many demands are a source of stress and to experience more stress in 
terms of work intensification. Nevertheless, they seemed to experience less stress than 
younger employees with respect to job security.
Another recently published report (Griffiths et al. 2009), which examined hundreds of 
research publications of the past 20 years, concluded that stress levels appear to peak when
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people reach their early 50s and start to decline as they move toward old age. However, 
work related stress is understood to stay with employees up until retirement and to affect 
older employees’ willingness and ability to remain in the workplace. In line with these 
findings, a large-scale Watson Wyatt Staying @Work (2008) survey found, that for as many 
as 40 percent of US employees workplace stress is one of the top three reasons for 
considering leaving their jobs. Also Elovainio et al. (2005) identified that exposure to poor 
quality of work has shown to increase intentions to leave and to reduce performance and 
motivation at earlier stages of employment trajectories. Furthermore, a Siegrist et al. (2007) 
study across 10 European countries confirms that poor psychosocial quality of work is 
significantly associated with intended early retirement. Given these outcomes one cannot but 
question what possible role work related stress has played in the findings (see 4.1.) which 
indicate, that ‘age is irrelevant when it comes to people’s attitudes to working for longer; over 
half of the workers desire to retire as soon as possible’.
When viewing the employer side of the equation, the Watson Wyatt (2008) inquiry indicates a 
clear discrepancy between employers’ awareness of the work stress phenomenon and their 
acts to alleviate related conditions as displayed in Table 4.6.
Cause of Employee Stress Employers That Say Stress 
Affects Business Performance
Employers Taking Strong 
Action
Long hours, doing more with less 48% 5%
Work/life balance 32% 16%
Technologies that expand availability 29% 6%
Manager's inability to recognize stress 24% 7%
Manager's inability to find solutions for stress 20 % 14%
Extra time, hassles related to security 8% 2%
Safety fears 5% 27%
Table 4.5. Employers Say Stress Affects Business Results. Source
Watson Wyatt/National Business Group on Health (2007/2008) Staying@Work report.
Nearly 50 percent of the employers admit that stress caused by working long hours can have 
a negative impact on business performance. Yet, only 5 percent are addressing the causes. 
It seems distorting, that employers believe insufficient pay, lack of career development, and 
poor supervisor relationships to be the main reasons for exit and make no reference to the 
role of stress or the need to moderate conditions which are perceived by employees as 
stressful. And even when management appears to acknowledge how some major causes of 
employee stress can potentially impact business performance, a call for action seems to be 
minimal.
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Also Mustard (2004) provides evidence, that many organizations may be unaware or even 
reluctant to acknowledge the relationship between working conditions and employee health, 
well-being and performance. Just like in the case of financial and traditional ill-health aspects 
discussed earlier in this chapter, perhaps by treating job stress as an individual condition, 
there is little necessity to investigate or change organizational settings. Instead, management 
continues to hold a strong perception that work stress issues are subject to personal factors 
which result in individuals’ incapacity to cope with the demands set on them.
And yet, the work organization has been found to determine to a large extent the type and 
degree of psychosocial work factors experienced by its members (Christensen et al. 2007). A 
close examination of the social and organizational conditions that contribute to job stress is 
therefore urged (Brun and Milczarek 2007; European Foundation for the Improvement of 
Living and Working Conditions 2005; Polanyi et al. 2000). Recognizing that each 
psychosocial environment will have its own features, it is still helpful to note, that certain 
psychosocial risk factors are emerging as main ones linked to poor mental health, low levels 
of well-being in the workplace and even serious physical consequences. These include 
reduced job security, work intensification with a higher workload and no additional reward, 
poor supervisory support, low input into decision-making, pressure to perform and increase 
overtime, low predictability at work, as well as high emotional demands including mental 
violence in the workplace (Biron et al. 2006; Parent-Thirion et al. 2007).
4.4.1. The role of family-friendly practices
In addition to the listed main psychosocial risk factors, a large-scale study conducted 
amongst 56 organizations in Norway by Hammer et al. (2004) found that norms at the 
organizational level and conflicts at the work-family boundary are significantly related to 
employee’s reports of job stress. The outcomes reveal how the relationship between work-to- 
family conflict and job stress varies decisively across organizations as a function of 
organizational level behavioural and social norms. Herewith, the extent to which an 
employee can accommodate differing care-taking responsibilities with endurance, a high 
level of effort and active continued participation in the workforce will also depend on the 
organizational policies, practices, norms and behaviours.
As far as the business case for family- awareness is concerned, there is data at hand to 
demonstrate the unambiguously positive relationship between related practices and all 
relevant financial business measures. A large-scale and long-term scientific research 
conducted in Germany (Schneider et al. 2008) point out to a 17 percent higher level of 
employee productivity in organizations with positive practices. Contributing to the productivity
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levels are a 17 percent higher motivation rate of the employees, 13 percent less 
absenteeism, 17 percent higher retention of skilled employees, and a 12 percent stronger 
ability to attain longer customer relationships as illustrated in Table 4.6.
17% higher level of productivity - resulting from
.. 17 % higher motivation rate
..17% higher retention of skilled workers
..13% less absenteeism
.. 12 % stronger ability to attain longer customer relationships
Table 4.6. Impact of family-aware practices on financial business measures.
Based on the outcomes of the Hertie Foundation Study (Schneider et al. 2008).
However, pursuing efforts to improve employee’s ability to combine their work and non-work 
responsibilities appears not only to have clear financial and competitive advantages, but 
might become a key factor in determining the extent to which many employees in their fifties 
and sixties, who have parents in their eighties and nineties will be able to engage or remain 
in the workforce. According to Davey and Keeling (2004), with the ageing of populations, 
projections foresee the number of individuals with eldercare responsibilities to increase 
beyond that of childcare ones. This will occur already within the next decade in many 
industrialized countries.
Given the projections, it is important to recognize, that work-to-family conflicts are associated 
with how effective people are at their jobs. In addition to having a serious impact on work 
stress, they have been found to lead to higher levels of work overload, lower levels of self- 
reported work-performance, higher rates of absenteeism (Anderson et al. 2002; Barling et al. 
2005, p. 129) and to predict intentions to exit one’s job or profession (Anderson et al. 2002; 
Greenhaus et al. 2001). Hence, people with childcare, eldercare or combined responsibilities 
in both areas will undoubtedly require the flexibility to adjust their job roles and job 
arrangements to better balance multiple responsibilities (Phillips et al. 2002). And, the time 
when the need for eldercare becomes acute is often not predictable and can pose a lengthy 
and considerable demand on individuals outside the work environment.
Once again, although work-to-family conflicts are expected to have an impact on the 
employee’s endurance, productivity, and decision to exit (Martin-Matthews 2001; Davey 
2007), so far eldercare responsibilities have attained limited notice in workforce analysis 
(Davey 2007). Alone work-schedule related innovations offering provisions specifically to 
accommodate the needs of older employees are rare (Robson 2001 ; Hardy 2008).
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In light of the previous, the call for more innovative and effective flexible working conditions 
and forms is becoming louder. Also independent of care-giving responsibilities, work 
schedules and length of hours have been found to affect family relationships as well as 
physical well-being, both of which can have positive or negative effects on productivity 
(Pfeffer 2010). And flextimes, as mentioned in Chapter 4.3.1.1., are perceived as having the 
strongest impact on extending employment of older employees (Saba and Guerin 2005). 
Subsequently, screening through the literature, employers could be expected to develop and 
offer a portfolio of flex-times, flex-locations, flex-workloads, flex-pace of progression, flex- 
contracts, special leave provisions, and even caregiving sabbaticals so that employees at 
various stages in their life can cater to work and domestic responsibilities (Figure 4.4.)
Flexibility Portfolio
FI ex­
contract
Flex­
times
Flex-
location
FI ex­
workload
Flex 
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Special
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Care-giving
sabbaticals
Figure 4.4. Flexibility Portfolio.
Based on frequently mentioned forms of desired flexibility found in literature.
It should be possible for organizations to create an environment for diverse and new modes 
of effective working with the support of current and future information technologies. Also it 
should be equally possible for organizations to create more diverse career paths which 
enable better alignment between the need of the business and the manifold realities of 
today’s employees. A variety of alternate and flexible work and career options are likely to be 
sought by a range of employees at different times for different reasons.
However, when it comes to actual realization and frequenting of adapted working 
arrangements, two studies provide noteworthy insights. In a PriceWaterhouseCoopers’ 
survey (2007, p. 30-31) of 2.739 new graduates from China, UK and US, on their views and 
expectations of future employment, as many as 75 percent of these millennials express their 
belief that workplace flexibility will not exist and consequently they expect to be working 
formal office hours. What is even more intriguing is that when it comes to actually frequenting 
flexible options which could already be available, a study by Drew and Murtagh (2005) 
detected, that making use of such flexible arrangements (e.g. working from home, reduced 
hours, flextimes) was considered incompatible for individuals in senior management 
positions. Only a small number of senior manager respondents had any kind of flexible 
working arrangements. In fact 90 percent of the leaders were convinced that alone working
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part-time or even reduced hours has or would have an adverse impact on their career and/or 
promotion prospects. Also more than half of the senior managers surveyed associated 
working from home with similar negative effects. Thus, scepticism appears widespread.
As indicated, we could theoretically work anytime, anyplace, and anywhere and adapt 
working patterns to better suit the changing needs of the business and the employee. Since 
technology is not an obstacle, it is essential to identify and address factors from the 
employer’s, employees’ and the industry side which still hinder introducing more flexibility. 
Hardy (2008, p. 1) goes as far as claiming that for example “for US industry to be competitive 
in the global market, there is a need for common ground on which to build a productive 
relationship that allows workers greater flexibiiity in where, when and how they do their work 
while ensuring management that tasks will be completed and expectations are met”. Hence, 
it is essential to challenge the prevalent traditional mental models about the way work is 
done. After all, with the anticipation that there will be increasingly more knowledge-based 
and virtual organizations competing on a global scale, more dependency on intellectual 
capital and a progressively ageing knowledge workforce, the costs of fixed assets increasing 
(office buildings), and natural resources becoming more costly and scarce, speaking and 
working on increasing purposeful ‘flexibility’ can be expected to become a business priority 
for both organizations and their members.
4.5. Development opportunities -  beyond competence development
Also the importance ascribed to development is omnipresent amongst today’s workforce. In 
the already earlier discussed large-scale Global Workforce Study (Towers Perrin 2008) 
involving managers and knowledgeworkers, four of the top ten drivers of engagement relate 
to this theme. In particular “improve my skills and capabilities over the last year” was rated as 
the second or third most substantial driver amongst the 35-44, 45-54 and 55 and older 
groups. Also the chance to “enjoy challenging work assignments that broaden skills” was 
rated high by employees 45-54 and 50 and older. Last but not least, the 35-44 and 45-54 age 
cohorts also attached high significance to “have excellent career advancements 
opportunities”.
Being able to profit from updated knowledge and skills is considered a must for businesses 
to persist in the increasingly competitive global markets. Then again, for employees the 
availability of development opportunities can be a means to maintain one’s potential for high 
quality performance, innovation and to support current and future employability. Yet, 
development cultures in workplaces are found to be rarely supportive of older workers
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(Cedefop 2008) and thus have a direct impact on their career and personal growth 
perspectives as well as training and development opportunities.
Older employees’ career growth perspectives
As to older employees’ career perspectives, it is particularly interesting to view findings from 
the UK. This nation took the lead for its overall positive views on older employees in the 
global Harper et al. (2006) study. Hence, one would expect the workplace reality there to 
mirror some of the more favourable conditions. In a survey conducted in the mid 1990s 
(Taylor and Walker 1994), which involved 304 companies employing 500 or more 
employees, nearly 50 percent of the human resource managers reported that older 
employees were less likely than younger ones to be promoted in their organization. Ten 
years later, in another UK survey of 2.682 managers and personnel practitioners, still 25 
percent admitted that age had an influence on the staffing decision-making process (CIPD 
2005). A third survey encompassing the most senior human resources managers found, that 
respondents in 21 percent of the organizations were convinced that some jobs in the 
organization were more suitable for specific age groups. Consequently, those under 25 and 
those aged 50 and over were identified least often as the most suitable age group. A total of 
49 percent of the organizations still had a maximum recruitment age (Metclaf and Meadows 
2006, p. 5-8).
Nevertheless, it is reasonable to take notice, that the CIPD study (2005, p. 5-6) also 
discovered signs of a potentially positive cultural transition; the number of employees stating 
that they have passed over promotion for being too old has decreased by 50 per cent since 
1995. Nonetheless, research by Metclaf and Meadows (2006, p. 9) concluded, that age 
continues to play a direct role in a wide range of policies and practices. They furthermore 
cautioned that while some of the practices might not be directly discriminatory, they can be 
‘potentially hazardous’ (ibid., p. 79). As such, when viewing the career development options 
from a global perspective, the Harper et al. (2006) inquiry reveals, that only 35 percent of the 
surveyed employers worldwide report offering older workers the opportunity to pursue new 
kinds of work. And, there was nothing about career progression.
Apart from the CIPD (2005) study in the UK and another one from Gordon and Arvey (2004) 
in the United States, the present author was unable to attain further data which captures 
older employees’ views about their perceived career growth perspectives. Therefore, it could 
be worthwhile to investigate the quality and quantity of career growth alternatives which are 
actually available for older employees and what value the employees attach to these options. 
In the absence of data it could be expected, that due to the impact of the ‘depreciative
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model’, human resource management practices have not, independent of the economic 
cycles, concentrated on providing viable growth opportunities for their mature employees.
Since it appears, that the determination of the ‘older workers’ group is highly influenced by 
the way life course is institutionalized within the organization, it could well be, that vast 
cohorts of capable professionals will be held in their ‘final positions and line of activity’ for 
years without any perspectives for a developmental change. This is reinforced by the fact, at 
least up until today, that labour market flows amongst older employees are minimal. Without 
a change in the mindset, appreciation towards the actual value of ageing workers, and 
concrete policies and approaches to alter the practices, the above scenario is likely.
Opportunities for continuous learning, development and up-dating of skills 
A further shift in the way of thinking appears to be necessary when it comes to employees 
engaging in continuous learning, development and activities which keep their skills up-dated 
as they age. As already referred to earlier in this literature review, there is evidence of 
employers being reluctant to provide opportunities for attaining and enhancing skills to the 
older members of the workforce and targeting investments towards the younger ones. For 
example, a survey of 60 HR leaders within large public and private organizations which was 
conducted by Harper et al. in 2004 found a contrast between the HR professionals stated 
attitudes in respect of age and their actual behaviours: while 80 percent stated that they did 
not take age into account in selecting employees for training, none had actually trained any 
employees over 45 in the previous years (Harper et al. 2006, p. 33).
Some of the underlying reasons for such practices could be that older employees continue to 
be perceived as slower learners (Lofstrom and Pitkanen 1999) and less worth the return on 
investment. Employers are found to be reluctant to invest (Tikkanen et al. 2002) and regard 
the time spans for return on training investment as too short for older workers. This is despite 
the fact, that older workers tend to have a longer tenure with the company and their younger 
colleagues are more likely to change jobs and employers more frequently (Bergman and 
Mertens 2002). However, there seems to be the need for a differentiated view since access 
to development options may be related to the job classification. A quantitative cross-industry 
survey on older workers conducted for the Austrian Chamber of Labour (Schônbauer 2006) 
revealed, that approximately 80 percent of white-collar workers had received some form of 
training in the course of the last five years. Thus, at least in Austria, it is much more common 
for white-collar workers than blue-collar workers to participate in training.
Studies capturing the employee perspective disclose that inadequate training and 
development are frequently amongst the most highly ranked sources of dissatisfaction (INQA
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2007) and occupational stress (Noblet and LaMontagne 2006). Subsequently, it would seem 
likely, that access to appropriate training measures and opportunities could help employees 
maintain and develop adequate coping strategies to support continued contributions and 
participation in the workplace. After all, the employability and career perspectives of older 
employees are often tarnished by the absence of updated skills. It is astounding, that the 
emergence of such disadvantageous conditions appears to be closely related to the 
employer’s unjustifiably depreciative attitude which continues to manifest itself as low interest 
and investment behaviour.
Employees’ interest towards varying development measures
It is fair, however, to acknowledge, that there is also evidence of mature employees showing 
reluctance to participate in development activities. Senior employees, especially those in 
more restricted working environments, do not perceive themselves often as learners and are 
critical of new requirements (Tikkanen et al. 2001). Also, in situations, where acquiring 
certain skills appears cumbersome, older employees may commence to critically question 
their own abilities for learning new skills. It is then, that achievement aspirations might be 
reduced and certain challenging situations avoided. Both of these behaviours have been 
associated in research with missing opportunities for learning, missing the chance to 
increase one’s perception of self-esteem, and a loss of control (Piper and Langer 1986). 
Consequently, the Warwick Institute for Employment Research and Economix Research and 
Consulting (2006, p. 84) reminds, that although the ability to learn is not dependent on age, 
the learning strategies do change with ageing and this needs to be accounted for in the 
design of approaches.
Studies in high-technology companies have furthermore revealed that older employees can 
be relatively defensive of their areas of expertise and unwilling to challenge their paradigms 
or expand their horizons (Lahn 1996). What is more, adults in late career have been found to 
justify their learning and educational ambitions as well as participation in related activities in 
relation to their career progression opportunities. When there are no advancement options, 
not only are the employers reluctant to invest, but employees are also weighing the 
usefulness of exerting effort in respective measures (Tikkanen et al. 2001). Under such 
circumstances the request for them to engage in additional learning after reaching a certain 
competent level bares the potential of being misunderstood even as humiliation 
(Gerldermann 2005). For example, Saba and Guerin (2005) discovered that providing older 
managers with management training increases their dissatisfaction towards their working 
environment and can be perceived as a lack of confidence in their managerial abilities.
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While training programmes and acquiring new knowledge appear to gain limited 
appreciation, engaging in challenging tasks as well as sharing work with a colleague are 
valued by older managers as an opportunity to acquire new competencies (Saba and Guerin 
2005). Also in the Global Workforce Study (Towers Perrin 2008) the opportunity to develop 
new knowledge and skills is not regarded as a top ten driver of engagement by cohorts aged 
45 and older. Instead, improving their capabilities and enjoying challenging assignments that 
broaden skills are highly valued by them. Given the findings, older employees seem to have 
a clear preference towards broadening their existing knowledge/skills base as opposed to 
seeking to develop completely new ones.
What is more, older senior managers have been found to appreciate the opportunity to 
transfer their own knowledge into the organization (Saba and Guerrin 2005). It could well be, 
that in the process of transferring knowledge, an individual is not only able to address his/her 
generativity motives and support the organization, but will also add to his/her own personal 
learning experience. Harper et al. (2006, p. 36) report, that in fact as many as 63 percent of 
employers claim to offer older workers the ability to guide and teach younger workers.
As far as the employers offering various development opportunities to the seasoned workers 
and the employees frequenting them is concerned, it is important for both parties to realize 
the consequences of potentially indifferent attitudes and practices. The absence of 
appropriate development efforts from both sides will serve to decrease human capital value, 
reinforce concerns and negative stereotypes, to impede bringing about required levels of 
performance, and lower retainment priority from the employer’s side. Development is needed 
to equip employees for the constantly evolving requirements of the business, to counteract 
the danger of lagging behind, and make use of the further potential for higher levels of 
performance and innovation. Accordingly, a Warwick Institute report concluded that the 
importance of learning biographies is widely acknowledged in literature and continuing 
development in general can temper any tendency to become less flexible (Warwick Institute 
for Employment Research and Economix Research and Consulting 2006, p. 114).
Latest now, in the face of demographic shifts, reviewing all employees, regardless of age, as 
renewable assets that can continue to generate a high return for long periods when 
adequately managed, educated, and trained (Davey 2007) is fundamental for individual as 
well as business performance. Increasing the provision of support, task flexibility and internal 
mobility of all employee cohorts will be core in responding effectively to constant changes in 
technology and market needs. Calls for lifelong learning and the realization of ‘active ageing’
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are rightfully increasing in an attempt to alter prevalent attitudes and incentive systems 
(Jepsen et al. 2002; Walker 2000).
4.6. Re-capping the employee side of the equation
Informed by the literature, one cannot but back Robson’s (2001, p. Vi) claim, that “treating 
age as an indicator of aptitude can mislead and failing to deploy certain classes of 
employees effectively will be an increasingly costly mistake". In fact, there is already 
convincing evidence that failing to support the engagement and innovative potential of the 
entire workforce can have a substantial impact on the financial performance of an enterprise 
(Harter et al. 2009; ISR 2004; 2006).
As far as the employee part of the equation is concerned, the review of available data 
suggests that today’s mature employees appear to bring the capacity, will and potential for 
higher levels of performance and innovation -  along with at least a partially growing interest 
and/or need to remain in the workforce for longer. Nevertheless, the organizational context, 
which is strongly influenced by its management and human resource policies and practices, 
can be expected to have a significant impact on the extent to which individual employees, 
regardless of their disposition, are willing and able to engage in productive and innovative 
behaviour - not to mention extend their participation in the workforce.
People are understood to be reflective of the direction, timing, and intensity of their 
undertakings. Consequently, there is a difference between an employee’s ability to act and 
the willingness to act and exert some effort (Furnham 2008, p. 278). Ultimately, it is the 
individual who decides if and to which degree, with their experience, goals, and energy 
levels, they will choose to work, perform (Hunt 1992, p. 11), expend effort, create ideas, or 
withhold their contributions. In search of organizational level drivers which could help to 
foster and encourage stronger contributions of more seasoned employees, it becomes 
evident, that several facets of the working experience which today’s organizations provide for 
are not apt to the needs, values and aspirations of the older cohorts. There is little 
compatibility between some of the arising necessities and provisions by the organizations. 
Hence, the findings from Costa et al. (2004), llmarinen (2006) as well as Saba and Guerin
2005) confirm, that employees would certainly not delay exit from the workforce if remaining 
in an organization would imply merely continuing to work for longer.
Given the idea and forecasted necessity for employees to prolong employment, it is 
important to recognize, that only a few seasoned employees even actually manage to remain 
in today’s workforce for as long as they expect or perhaps would even need to (Jackson et
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al. 2006; Velladics et al. 2005). A number of involuntary and voluntary forces impact these 
developments whereby only some of them can be classified as dispositional factors beyond 
the influence of management or as the individual’s ‘intentions’ or ‘decisions’ (AARP 2005; 
van Dalen and Henkens 2002; Taylor 2004).
Many aspects contributing to early exit are organizational level ones which are perceived as 
disruptive (Siegrist et al. 2007, Sparks et al. 2001; Watson Wyatt 2008). In fact, employees 
age-independently, are found to anticipate, that ageing will bring along problems in the 
workplace (Kauppinen et al. 2004). Many of the studies discussed in Chapters 3 and 4 reveal 
indeed a prevalence of ageing related sentiments and practices which can be indifferent, 
disadvantageous or even discriminating towards the older.
While studies investigating the enterprise reality depict many unfavourable aspects at the 
organizational level, at the same time varying sources point towards a serious gap in 
knowledge as to how to best manage and motivate an older workforce (e.g. Barnes-Farrell 
and Matthew 2007; Kanfer and Ackermann 2004; Latham 2006). Given the luring 
demographic challenges, more cognizance would be needed to understand factors which 
could help to capitalize on the mature segments of the workforce. Alone the review of the 
studies and theoretical constructs which were used in chapter four to examine ageing 
employees’ work related values, motivation, satisfaction, engagement, and needs, produces 
diverse and inconsistent evidence. Whereas some variables are put forward as significant 
ones in a number of the sources, in others these features are not even considered.
For example, various inquiries regard financial aspects as pivotal in influencing work related 
behaviours of the ageing (e.g. Blôndal and Scarpetta 1998; Grube and Wise 1999; van Dalen 
and Henkens 2002; Hirsch 2003; Jackson et al. 2006; Linz 2004), others challenge its 
relative importance in comparison to further variables (e.g. Ebbinghaus 2006; Higgs et al. 
2003; Robson 2001) and there are a number of inquiries in which the feature is not at all 
perceived as a top ten driver amongst older employees (e.g. CLC 2006; 2009; Saba and 
Guerin 2005;Towers Perrin 2008). A similar condition can be identified for some of the other 
more frequently found dimensions such as work-interest alignment, meaningfulness of work, 
even autonomy and decision-latitude, regulation of workload, feeling of involvement, support 
from direct supervisor, collegial support, overall leadership culture, challenging tasks, 
opportunity to learn and grow, career and advancement prospects, contribution recognition, 
adapted work arrangements, family-friendliness, health status, well-being at work, and 
psychosocial coping.
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These dimensions can be considered to represent merely some of the many features baring 
potential relevance when dealing with older employees. Since individual’s in today’s 
workforce vary significantly in terms of their work situation, their expectations and attitudes 
towards work, their financial position and preferences, their health and capabilities and their 
personal lives, it is important to remain open for many more factors with potential relevance 
to surface. Although today’s manifold work motivation based formulations offer organizations 
a wealth of ideas for improving work related behaviours (Kanfer et al. 2008, p. 605), they are 
criticized for failing to account for many of the main issues and areas of life which are bound 
to have an impact (van Dalen and Henkens 2000; Henkens and van Solinge 2002; Voydanoff 
and Donnelly 1999).
Yet, above all, there seems to be a long way ahead to realize an (mature and old) age- 
inclusive and (mature and old) age-conclusive working experience -  even on the basis of a 
selected few variables only. It is here where collaborative workplace intervention design 
approaches have been found to be instrumental: they enable commencing a dialogue 
between the employers and employees and a joint identification of factors which could be 
relevant within a particular work environment.
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5. COLLABORATIVE WORKPLACE INTERVENTION DESIGN
There is still limited evidence that employers are developing the work experience of their 
ageing workforce to foster productivity and innovation amid intensifying global competition 
and the demographic shifts. Yet, to maintain and even increase their competitiveness, 
organizations will require flexible and inclusive age-management strategies. They are 
required to remove obstacles and find ways to increase means to work engagement, 
contribution and continued workforce participation at varying stages of an individual’s work 
biography (Childs 2005; Dass and Parker 1999).
This chapter sets out to view two flexible constructs which have been identified in connection 
with collaborative pursuits to improve the work experience, to increase the performance 
capacity, and to create a basis for prolongued contributions of an ageing workforce. These 
are the ‘Age-Integrated Worklife Model’ and the ‘Holistic Construct of Work Ability’. Although 
the approaches incorporate many features of the traditional constructs discussed in chapter 
four, they also provide further perspectives for consideration which go beyond these.
At the end of the chapter a comparison of selected constructs is undertaken to pave the way 
for the choices made in terms of the research strategy of this study.
5.1. The Age-Integrated Worklife Model
The age-integrated worklife model (Riley and Riley 1994; Salokangas et al. 2005) is used as 
a frame of reference for a Work and Life Course theme area set up by the Finnish Institute of 
Occupational Health (Vuori and Koivisto 2006, p.45). This initiative has generated and 
disseminated age-appropriate innovations for improving work and career management, for 
education and for extending careers.
The age-integrated worklife model builds on the conviction, that external challenges to 
working life require workplaces to adopt new approaches throughout the entire length of an 
individual’s career which enable employees to participate more fully and remain in working 
life for longer (Vuori and Koivisto 2006, p. 45). According to the construct (Figure 5.1.), the 
traditional age-segregated view (on the left) divides life into three different periods: first 
childhood and youth, then active working age and finally retirement phase.
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Figure 5.1. Age-integrated worklife model. Source: Vuori and Toppinen-Tanner (2007)
Vuori and Koivisto (2006, p. 45) claim that such a separation creates a challenge in today’s 
world for economies, enterprises, and employees in terms of working life, education, as well 
as retirement since, “the pace of working life prematurely depletes the resources and 
competence of the majority of people, and work-life arrangements are not flexible enough to 
meet peoples’ learning needs or their changing life situation. Knowledge is outdated quickly, 
and training is needed throughout life, rather than as an intensive package at some stage or 
other. Discriminatory attitudes and practices towards the older generation, for their part, push 
many people out of working life and into retirement, where they are often faced with too 
much free time and a feeling of uselessness”.
Instead, in the alternate age integrated model (Figure 5.1., right side) education, work and 
leisure are more flexibly within the reach of people of different ages. It accentuates the need 
for adaptability in line with an individual’s life situation as well as opportunities for the 
realization of life-long learning. “Dividing work more evenly throughout life frees-up time for 
training, leisure, family and other activities to better suit each person’s needs. This enables 
more effective exploitation of skills as well as the extension/increase of activity and social 
participation” (Vuori and Koivisto 2006, p. 45). Supporting the model, the European Centre 
for the Development of Vocational Training (Cedefop et al. 2006) emphasizes the need for a 
new mindset on the interrelationship between work, learning and ageing.
The concept encourages critical reflection of prevalent understandings and mental models 
around life-course. Confirming many findings in Chapter 4, it highlights the need to create 
more understanding towards the importance of education and leisure as natural and 
necessary elements strengthening and complementing our entire working lives.
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5.2. The ‘Holistic Construct of Work Ability’
The Construct of ‘Work Ability’ is another concept which is increasingly used for workplace 
intervention approaches, also in the direction of age-appropriate work design. Work ability is 
understood as ‘how good the employee is at present, in the near future, and how able he/she 
is to do his/her work with respect to the work demands, health and mental resources’ 
(llmarinen and Tuomi 2004). Accordingly, work ability can be regarded as a core resource for 
every employee and enterprise - and as an indication of the performance potential residing 
within an organization.
The work ability construct was originally developed by the Finnish Institute of Occupational 
Health already in 1981 for medical purposes with occupational safety and health in focus 
(llmarinen et al. 2005). On the basis of large clinical assessments and statistical analyses, a 
Work Ability Index (WAI) was developed which results in a score indicating an employee’s 
work ability (Hasselhorn and Freude 2007; Tuomi et al. 1998). This index has been proven to 
have high predictive power and it is used as the prevalent validated method to assess the 
level of perceived work ability in medically relevant areas across nations (Tuomi et al. 2006; 
deZwart et al. 2002).
Resulting from several evidence-based studies and development projects on occupational 
well-being which were conducted over a time range of more than a decade in different 
industrial sectors and among different age groups, the Institute of Occupational Health 
expanded the construct to incorporate further areas identified as significant. The ‘Holistic 
Construct of Work Ability’ now indicates a shift from a primarily medical way of thinking to a 
multidimensional way of viewing the balance in the synthesis between employee’s individual 
resources and demands of the work. It takes into account the resources of the individual, 
factors related to work and working, as well as the micro and macro environments outside 
the worklife which may have an impact (llmarinen et al. 2005; llmarinen 2006; Jàrvikoski et 
al. 2001). Good work ability is seen as a balance between a worker’s resources, the 
demands and opportunities offered by work, and the characteristics of the external 
environment (Gould et al. 2008 p. 63). A broad interpretation of fostering work ability is 
promoted -  with emphasis in particular on the potential which lies within the work 
organization as a solution to enhance it.
The underpinning dimensions of this theoretical framework are illustrated in the form of a 
‘House of Work Ability’ consisting of four dimensions (Figure 5.2.). All of these have proved 
to be strongly associated with work ability and knowledge of them is essential to regain,
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maintain and promote it (Tuomi et al. 2001). The three lower floors represent the principal 
resources of an individual employee and the fourth floor the dimension of work.
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Figure 5.2. House of Work Ability, llmarinen (2006).
In a comprehensive study Health 2000 Survey (Aromaa and Koskinen 2004; Gould et al.
2006) involving a nationally representative example of the Finnish adult population aged 30- 
64, the dimensions of health (first floor) and work (fourth floor) come out as the most 
important determinants of work ability. The study also reveals that the relationship between 
an individual’s perceived level of proficiency (second floor) and perceived level of work ability 
is most clear for employees with higher education levels. The significance of abilities is 
omnipresent for knowledge-intense work (Gould et al. 2008). These outcomes are in line with 
those of the Global Workforce Study (Towers Perrin 2008 see 4.3.7.1.) suggesting a strong 
relevance of this second floor to knowledge workers and managers in today’s economy: the 
35-44, 45-54 and 55 and older groups rated “improve my skills and capabilities over the last 
year” as the second or third most substantial driver of engagement.
As already described throughout chapter four, experiences from work are known to impact 
employee’s work related values and attitudes (third floor) by strengthening and/or weakening 
them. In the Finnish Health 2000 Survey (Aromaa and Koskinen 2004; Gould et al. 2006) 
a positive attitude towards work is related to perceived good work ability in all age groups. In 
fact, due to the strong and systematic way in which work attitudes and perceived work ability 
were related, the idea is supported, that attempts to improve job satisfaction would most 
likely result in an increase in work ability and longer careers (Gould et al. 2008). This is again 
in line with the findings from the Towers Perrin study (2008). Similarly, the Warwick Institute 
for Employment Research and Economix Research and Consulting (2006, p. 85) expect the
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importance of values and attitudes to increase when raising workforce participation rates of 
older employees is considered.
The dimension of work (fourth floor) appears to set the standard for all other floors. If the 
employees own resources are in balance with this floor, work ability has been found to 
remain good. On the other hand, if the resources are not in proportion with the size or 
functionality of the work floor, work ability has been found to deteriorate (Goedhard and 
Goedhard 2005; Hasselhorn and Freude 2007). And it is age that has proven to have the 
greatest effect on work demands and the work environment (Tuomi et al. 2001, p. 320). The 
findings from the Finnish research suggest that a variety of work characteristics may affect 
work ability and its deterioration. It is in this respect, that the effect of physical and mental 
strain on work as well as supervisory support are factors found to have the strongest 
relationship to the level of perceived work ability (Gould et al 2008, p. 107).
In particular, the effect of mental strain demands on work ability are found to increase with 
age (Gould et al 2008, p. 107) and, as already stated in Chapter 4.4., age appears to be an 
important factor determining how well employees cope with workplace stress (Wichert 2002). 
Interestingly, a job which is perceived as secure increases an individual’s confidence to cope 
in the future despite poor health. Instead, perceived job insecurities reduce this confidence 
even amongst those who are healthy (Gould et al. 2008). Also organizational environments 
with role conflicts, poor supervision and planning, fear of failure or mistake, time pressure, 
lack of freedom of choice, lack of personal development (as discussed earlier), and lack of 
acknowledgement have been identified as further core factors predicting a decline in work 
capacity. Each of these variables are found even singularly to increase the risk of a decline. 
Yet, the greater the number of factors which an employee is exposed to, the higher is the 
predicted risk of steep decline after the age of 50 (llmarinen 1997; Munk 2003).
Confirming the significance attached to supervisory support, the outcomes of another 11- 
year follow-up study evidence how in particular improvements in the attitudes of supervisors 
are shown to strongly predict improvement in work ability (Tuomi et al. 1997). Even though 
all floors change with age, the fourth floor is likely to change most rapidly. And it is in this 
regard, that managers can support continued work ability by developing and organizing this 
fourth floor in a way which factors in the prerequisites of the employees. This in return 
necessitates gaining an understanding of the employees’ experiences and perceptions within 
the context of the work organization. And, exerting efforts to countervail some of the main 
organizational factors outlined above which have been identified to impede work capacity.
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In addition to the four floors, work ability is also linked to an employee’s wider environment 
outside the company. This includes primarily the family and immediate community which 
have been found to foster an individual’s work ability (Gould et al. 2008). The call to attain a 
better balance between work and family life gains herewith further evidence in addition to the 
findings discussed in Chapter four.
It could be summarized that an individual contributes to his/her work ability via his/her health, 
functional abilities, knowledge, skills, attitudes and motivation. The workplace influences the 
work ability through organizational factors -  especially leadership and management issues -  
by work demands and by the work environment, including social factors (Hasselhorn and 
Freude 2008). Yet, the core structures of work ability are subject to considerable changes 
throughout an individual’s career. They are in a continuous interaction with both positive and 
negative processes impacting the level of work ability. As already discussed, ageing changes 
employees’ resources. Work itself is also subject to change resulting from new technologies 
and novel requirements. To maintain work ability, it is pivotal to strive for a healthy and safe 
balance between the work (fourth floor) and the individual’s human resources (first, second 
and third floor) at all times.
Associated with the previous, it is essential to consider, that work ability cannot be explained 
solely by the relationship between an individual’s prerequisites and the demands of the work. 
Instead, it is characteristic of a system that is formed in each concrete situation by the 
employee, the work, the organization and the environment outside of work (Jàrvikoski et al. 
2001). Therefore, the relevance of context and time dimensions of work ability is stressed as 
is the significance of employees and employers joining forces to identify purposeful priorities 
and interventions at various organizational levels.
Altogether, the need to promote work ability during ageing and the attractiveness of working 
life is seen as a universal one. Not only do the imbalance between work demands and 
human resources appear to be a global challenge (Warwick Institute for Employment 
Research and Economix Research and Consulting 2006, p. 85) but given the increasing 
need for productivity improvements and innovation through people and the necessity for 
individuals to contribute in the workforce for longer, work ability is gaining more and more 
relevance (Commission of the European Communities 2005; Hasselhorn and Freude 2007). 
Alone the lengthening of work careers requires that older employees are both willing and 
able to perform. And promoting work ability has proven to be an affirmative means to 
decrease premature exit (llmarinen and Rantanen 1999). Several studies have identified a 
strong relationship between thoughts of early retirement and perceived work ability in
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employee groups 50+ (Camerino et al. 2006; Gould et al. 2008; Hopsu et al. 2005; 
Harkonmàki 2007) and even amongst those aged 45 + (Camerino et al. 2008).
5.3. The need to improve work and the work organization using an ‘open 
approach’
The findings in chapter four and five underline the significance of organizational level factors 
in impacting the work related attitudes, behaviours, and the continued work ability of the 
ageing. The data reveals an imminent need for employers to change their management and 
human resource driven attitudes, policies, and practices amid a progressively ageing 
workforce. Yet every organization constitutes its own unique context, little is known about 
how to best motivate the seasoned segment of the workforce, and none of the constructs 
encountered during the literature review appear to offer an ‘off-the-shelf’ and inclusive frame 
that could be applied to foster a culture of performance and innovation which is conducive 
across an increasingly diverse and older workforce.
To substantiate the latter, an attempt was made to identify possible thematic similarities and 
overlappings between seven core theoretical constructs discussed in this literature review. A 
tentative comparison was conducted on the basis of their underpinning core dimensions and 
features (see Appendix 5.1.). The selected constructs included the Saba and Guerin’s Older 
Employees Work Related Values (2005), Herzberg et al. (1957) Dual Factors Theory, the 
Corporate Leadership Council’s Employment Value Proposition (2009), Hunt’s ‘Work Interest 
Schedule’ (1992), the engagement construct of Robinson et al. (2004), the Age-Integrated 
Worklife Model (Riley and Riley 1994; Salokangas et al. 2005) and the Holistic Construct of 
‘Work Ability’ (llmarinen 2006).
In spite of the many consistencies, the comparison depicts several differences. This is 
understandable considering that their perspectives vary. While some of them concentrate 
primarily on detailing the employee preferences, others offer a multitude of factors from a 
more holistic employment angle. Nevertheless, even the latter ones fail to capture all the 
core determinants which, at least based on the comparison, could be assumed to play a 
relevant role. One can only imagine the broadness of potential options involved when 
recalling, that the Corporate Leadership Council’s current 38 EVP attributes were derived 
from a master list of more than 200 intrinsic and extrinsic characteristics which were 
identified as potential drivers in various sources. Also it is helpful to bear in mind that the 
more work ability and its dimensions have been researched, the more multidimensional and 
diverse the construct has become (Gould et al. 2008). Especially the latter is reflective of a
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process in which a construct remains ‘elastic’ to stay in tune with the changing actualities of 
work and society.
Furthermore, apart from the Holistic Construct of ‘Work Ability’ (llmarinen et al. 2006), Hunt’s 
Work Interest Schedule (1992) and to a certain extent the Older Employees’ Work Related 
Values (Saba and Guerin 2005), the other main theoretical constructs linked to work related 
attitudes and behaviours as well as the described workplace intervention design models are 
predominantly concentrated in the present. They provide little or no indications as to which 
aspects could bear stronger relevance in the future given the ‘age of ageing’ and the 
accelerating global competition. Subsequently, aside from the findings from Saba and Guerin 
(2005), eventually those of Hunt (1992) and partially those of Gould et al. (2008) no further 
data on projective values or prospective needs could be located.
Informed by the literature and the comparison of the constructs, designing purposeful 
interventions can be concluded to pose a multifaceted and evolving undertaking. Practical 
and continuous means are needed to investigate what factors employees experience and 
perceive as relevant in their workplace in terms of spurring and maintaining their will and 
ability to innovate and contribute throughout ageing. This implies also becoming aware of 
and finding ways to rectify the kind of factors which are harmful and/or a concern and could 
contribute to various forms of withdrawal from active participation now or in the future 
(including early exit from the workforce). Both strengthening and hampering factors can 
provide a basis for designing interventions to purposefully improve the workplace and 
increase the contributions of the particular workforce in focus.
Therefore, to bring about purposeful changes at the enterprise level, there is an apparent 
need to find open, collaborative, and flexible ways to enhance on-going and meaningful 
workplace design which addresses the changing needs of the business and those of the 
employees. It is time to make room for employees’ more personal insights and foresights; to 
allow drivers to surface which individuals consider of value and relevance as they age -  
including a plentitude of potential factors yet to be identified.
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6. EPISTEMOLOGY AND RESEARCH METHODS
Conducting research can be viewed in terms of the aim and objectives of the study i.e. what 
questions the undertaking is striving to address, the research paradigm underpinning the 
study and the selected research methods. The purpose of this chapter is to address all of 
these within the context of this study.
The chapter commences with a short introduction providing a linkage between the literature 
review and the research aims, objectives and questions. It will then explore inquiry 
paradigms in relation to each other and provide rationale for the paradigm in which the 
research is situated. Thereafter an account will follow of the research strategy which has 
been chosen to uncover factors which international leaders consider as relevant for their 
sustained ability and will to perform and innovate -  and ultimately extend their productive and 
innovative years in the workforce. This includes discussing the selected methods of data 
collecting, the actual process of collecting, the sampling strategy, and the techniques applied 
to analyze the data. Finally a description is provided on how validity, reliability and 
generalisability concerns as well as ethical and participant protection issues have been 
addressed throughout the study.
6.1. Introduction
In light of changing global business demands, the ‘age of ageing’ and an apparent 
engagement gap, keeping all employees capable and motivated throughout their working life 
is expected to become a key area of competitive focus. In many leading economies older 
employees already constitute the fastest growing population within the workforce. 
Companies are expected to increasingly require the contributions of mature and skilled 
managers and knowledgeworkers to maintain their competitive edge (Economic Policy 
Committee 2005). At the same time, individuals are anticipated to face the need to extend 
their productive working lives for personal and socio-economic reasons (Hasselhorn and 
Freude 2007).
The literature review provides evidence of a clear need, especially on the employer side, to 
commence changing attitudes, policies and practices to foster individuals’ ability and will to 
remain productive and innovative in the workforce -  and to extend their years of active 
contribution. Yet, a one-size-fits-all approach to tackle challenges related to employees’ 
productivity, innovation and working for longer is considered ineffective (Buck et al. 2002;
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Ministry of Social Affairs and Health 2002). The resources, attitudes, preferences and life- 
situations of individuals are diverse and subject to change. Also every organization 
represents a unique social context with its own realities (Ashkanasy et al. 2000).
The reciprocal employment relationship between an organization and an employee 
constitutes a dynamic one which is subject to continuous defining and refining. In this 
interaction, it is the employer who determines to a significant degree the kind of conditions 
that are created within an organization to support work related behaviours and attitudes. On 
the other hand, it is the employee who determines the extent to which he/she desires or is 
able to unfold his/her performance and innovative potential under those conditions.
Yet, how should the world of work be novated? What is needed to support and foster the 
continued performance, innovative capacity and prolongued contribution of an increasingly 
ageing workforce? Identifying and developing ways to harness the capabilities and potential 
of an ageing and diverse workforce as well as seizing the opportunities within will rest with 
the business and its strategic human resource practices. In the absence of replicable 
constructs and given the nature of the social interaction it appears more than advisable to 
find open and collaborative ways to enhance meaningful workplace renewal. Consequently, 
employers and employees are challenged to join forces and bring to light the kind of 
elements within their particular environment that are likely to support or impede employees’ 
ability and will to perform, innovate, and continue unfolding their potential up until and even 
beyond retirement age.
Since people’s work related attitudes and behaviours are diverse and evolving, it is pivotal, 
that managers and human resource professionals are interested in, gain a better 
understanding of and attend to people’s work-life experiences, needs, and aspirations 
throughout their working life span. To renew purposefully the world of work and to effectively 
manage and engage an ageing workforce, it is essential to encourage employees to voice 
their insights and foresights. This knowledge can support recognizing what employees 
actually need, value, and desire from their work -  also in the longer-term.
6.2. Research aims, objectives and questions
This research aims to uncover factors which international senior level leaders consider 
relevant for their continued ability and will to perform and innovate -  and ultimately extend 
their productive and innovative years in the workforce. The study is confined to the context of 
a global corporation.
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By eliciting information on the perceptions and projections of those who are living in this 
particular multi-national system, the objective of the study is to
• bring to the surface factors which could have a considerable conducive or hindering 
impact within this context
• recognize similarities and trends
• identify broader issues of principle which could require corporate-driven revaluation of 
current policies and/or practices to support purposeful change in the workplace
• develop a tentative conceptual framework which can be used as a point of reference 
for further internal collaborative workplace design discussions amid permanently 
changing requirements of work and an individual’s resources.
To support the aims and objectives, the study operates with two sets of questions. The first 
set is designed to help the leaders to externalize and reflect on their perceptions and 
projections in terms of
• What does their today’s world of work look like from their perspective?
• If they had the freedom to design their working world for the future, one which would
attract and enable them to remain productive and innovative in the workforce until the 
age of 70, what would it look like?
The second set of questions constitutes the quintessence for the content of the study by 
seeking to gain a better understanding of
• What work based factors are a concern and could hamper their continued ability and 
willingness to sustain and extend their productive and innovative contributions until 
and beyond official retirement age?
• What work based factors are already appreciated and should be maintained to foster 
their continued ability and willingness to sustain and extend their productive and 
innovative contributions until and beyond official retirement age?
• What work based factors are yet to be commenced with or introduced to enhance 
their continued ability and willingness to sustain and extend their productive and 
innovative contributions until and beyond official retirement age?
The outcomes contribute to a body of knowledge to serve the global corporation’s strategic 
human resource management. The findings will be integrated into the strategic and tactical 
considerations of «Perskpektive Dem ographies This is an internal working group 
assigned to identify opportunities and develop proposals for interventions to address the 
challenges and chances arising from the ageing of the organization’s workforce.
115
6.3. Epistemological assumptions and underpinnings of inquiry
A research paradigm is a broad framework of perception, understanding and belief within 
which theories and practices operate. It is a basis for comprehension and interpreting social 
reality. A paradigm guides what a researcher in a particular discipline should be studying, 
challenges and conditions his/her frame of thinking, underpins research actions and the 
interpretation of results. It regulates inquiry within disciplines about the way in which data is 
collected, analyzed, and used (Bryman and Bell 2003, p. 23; Khun 1970, p. 146).
All research presupposes some form of a world-view, a collection of fundamental objects,
natural laws and above all, definitions of what research is. Positivism, intepretivism (critical
social science) and constructivism represent the three main ways of knowing in research i.e. 
philosophical paradigms of inquiry (Thietart et al. 2001, p. 13-14). There are distinctively 
varying perceptions in terms of what is believed or valued as appropriate ways of knowing. In 
each of these paradigms, the researcher’s responses to the following fundamental concerns 
vary significantly (Thietart et al. 2001, p. 15-30):
• What do we believe is reality? What is it that we know (Ontology)?
• What constitutes knowledge? What should pass as acceptable knowledge 
(Epistemology)?
• How do we gain knowledge (Methodology)?
• Why is research needed; what is its purpose (Relevance)?
Although interpretivism and constructivism share several assumptions about the nature of 
knowledge, they differ in their particular ideas expressed regarding the process of creating 
knowledge, in conceptualizing how reality is shaped and constructed, and the criteria used to 
validate research (Rodwell 1998, p.19; Thietart et al. 2001, p. 14). Therefore the paradigms 
are viewed here individually.
Within the positivist paradigm the researcher holds the ontological understanding of the 
existence of a single, objective, fragmentable, tangible and observable social reality that is 
orderly, predictable (Bryman and Bell 2003; Steinmetz 2005, p. 32), and can be ascertained 
as well as tested (Saunders et al. 2003, p. 86-87). Reality exists in itself (Thietart et al. 2001, 
p. 15). It is governed by unchangeable laws and due to this stability it can be observed and 
described from an objective, external viewpoint. Hence, social phenomena and their 
meanings have an existence that is independent from any social actors (Bryman and Bell 
2003).
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The researcher in an interpretivist paradigm represents the ontological belief that social 
reality is real; there is an external and objective reality that influences people’s social 
interpretation and behaviours. Yet, reality remains unknowable since it is impossible to reach 
it directly (Thietart et al. 2001, p. 16). Therefore, interpretivism values subjectivity and gaining 
an in-side view. The focus is on the subjective experience of the individual in the creation of 
his/her social world (Rodwell 1998, p. 18). In contrast to the single reality associated with 
positivism, interpretavists acknowledge the existence of multiple constructed realities that 
can be studied holistically (Lincoln and Guba 1985, p. 37).
A researcher within the constructivist paradigm holds the ontological belief that there is no 
reality until it is perceived (Rodwell 1998, p. 27). Alike interpretavists, also constructivists 
believe that reality can never be independent of the mind, of the consciousness of the person 
observing or testing it. These constructions of one’s mind ultimately define individual realities 
(Thietart et al. 2001, p. 16-23). Therefore, the social world is largely what people believe it to 
be; made of interpretations. The notion of a single tangible reality that can be reduced and 
approximated is hereby also rejected. Instead, constructivists emphasize the relativeness of 
social reality and the existence of multiple, constructed realities which exist in people’s minds 
and multiple reasons for constructing it so (Rodwell 1998, p. 26). Social phenomena and 
their meanings are either not stable since they are under continual construction and shaping 
through actor’s interactions in various contexts (Bryman and Bell 2003, p. 20, Thietart et al. 
2001, p. 16-17).
To address the concerns of epistemology i.e. what constitutes knowledge and should pass 
as acceptable knowledge, the positivist paradigm subscribes to objectivism in the 
relationship between theory and evidence and to dualism between the subject and object. It 
purports that it is feasible for researchers to obtain objective knowledge and to separate 
themselves as subjects from what is to be reached i.e. the objects. Knowledge is regarded 
as independent of anybody’s belief or disposition to assent. It is knowledge without a 
knowing subject (Popper 1979; Thietart et al. 2001, p. 15-16). This implies that not only can 
research be a value-free activity in that it only deals with facts, but its outcomes are also 
value- free (Johnson and Duberley 2000, p. 24). Since there is a real, objectively given world 
out there operating according to natural laws, it is the task of the researcher to study the 
world and objects within it by describing measurable properties without exercising any form 
of influence. Personal values and biases are to be eliminated and guarded against as much 
as possible (Lincoln and Guba 1985).
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The epistemological stance of interpretivism denies the existence of a single truth and admits 
that the researcher and the researched are impacted by histories and values which cannot 
be ignored. What is known is intertwined in the interaction between the two in a process of 
complex mutual shaping in which the researched shares issues as he/she perceived them 
and the researcher interprets these accounts. The intent is to acquire an in-depth empathie 
understanding of people’s feelings, meanings and idiosyncratic reasons for their behaviours 
within the contexts and conditions in which people find themselves (Rubin and Babbie 2007, 
p. 37). Yet, the interpretations are ultimately constructions of the researcher and although 
they represent merely some options among several further possible ones, they are an 
important part of the knowledge sought (Denzin and Lincoln 2003a; Lincoln and Guba 1985, 
p. 39; Thietart et al. 2001, p. 16-22). Any findings are therefore value-charged and 
researchers admit affecting the phenomena under study. They place themselves into an 
insider position in contrast to the external position postulated by the positivist stance (Thietart 
et al. 2001, p. 15).
The constructivist paradigm claims that facts have no absolute meaning within themselves 
(Guba and Lincoln 1989; Rodwell 1998, p. 29). Subjectivity is the only means of unlocking 
the construction of reality which people hold in their minds (Guba 1992, p. 26). This is 
referred to by Chiari and Nuzzo (1988, p. 92) as a shift from knowledge-as-representation to 
knowledge-as-construction of reality. The construction of knowledge is the outcome of an 
active process of expression and reflection within a particular context. In this process, the 
subjects and the researcher are seen as interdependent. Knowledge is created when both 
parties undertake the inquiry in a process of interaction.
According to constructivism, the subjects’ view of their world and what they think about the 
phenomena under investigation are the data for the construction. The knowledge that is 
created is a product of the mind and results from the individual’s experiences with and 
interpretations of the context (Jonassen 1991). These interpretations are constructed through 
individuals’ interactions in contexts that will always have their own peculiarities (Thietart et al. 
2001, p. 17) and therefore individuals may or may not experience social reality in the same 
way; reality (the object) is dependent on the observer (the subject) at all times. What is 
considered knowledge is what is constructed, makes sense to those being studied and is 
reflective of their minds (Rodwell 1998, p. 28). Thus, all knowledge is held tentatively and 
depends on the context for its power and relevance (Rodwell 1998, p. 22). Constructivism 
sees “consensus between different subjects as the ultimate criterion to judge knowledge. 
‘Truth’ or ‘reality’ will be accorded only to those constructions on which most people of a 
social group agree" (Heylighen 1993, p. 2). At the conclusion of an inquiry, the constructs
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represent merely options to be taken into consideration in the move towards consensus 
(Guba and Lincoln 1989, p. 44-45; Patton 2002, p. 98). An infinite number of further options 
remain possible and herewith unconstructed (Rodwell 1998, p. 28).
The ontological and epistemological beliefs in these three research paradigms impact the 
choices made in relation to the methodological designs. The positivist paradigm searches for 
the general and universal in reality -  the researcher in positivism seeks to explain reality 
(Thietart et al. 2001, p. 14) and to provide material for the development of laws (Bryman and 
Bell 2003, p. 14). Therefore, the positivist position advocates the isolation of phenomena, the 
minimization of the researcher’s impact, and a maximum control of variation and testing to 
achieve a high level of consistency, replicability and precision in measurement. Quantitative 
or statistical methods with pre-established, for the most part deductive research approaches 
are frequented (Bryman and Bell 2003, p. 74-84; Rodwell 1998, p. 14-15).
Such deductive strategies of inquiry are firmly scientific and build on top-down procedures in 
which the researcher proceeds from the general to specifics. Reality is studied by amassing 
facts about it; the researcher formulates an a priori hypothesis or idea inferred from a theory 
as a proposition and then seeks to test, confirm or refute the proposition against theory 
through a process of logical deduction. It leans on a quantitative study design in which the 
researcher is in the driving seat and in which surveys, questionnaires, experiments, quasi­
experiments, statistics and other scientific measuring tools are used (Bryman and Bell 2003, 
p. 302-303). The quantitative design emphasizes quantification in the collection of analysis of 
data and focuses on explanation, causality, prediction and proof (Bryman and Bell 2003, p. 
74-84). The aspired outcomes of research are context and time independent generalizations 
leading to natural, immutable laws or predictions (Saunders et al. 2001, p. 86-87).
The researcher in interpretivism attempts primarily to understand reality (Thietart et al. 2001, 
p. 14). The methodological emphasis is on gaining an understanding of what is unique and 
particular in the individual. In doing so, the process seeks for first-hand knowledge of the 
subject under investigation and provides analysis of subject accounts. Qualitative research 
design and methods are used to gain access to people’s ‘common sense thinking’ and 
interpreting their actions and their social world from their points of view (Bryman and Bell 
2003, p. 17 and 302; Rubin and Babbie 2007, p. 37). The inquiry emphasizes herewith 
language, narrative, socio-historical and cultural processes as primary factors in meaning 
making and in understanding our own constructions, our own knowledge base (Rodwell 
1998, p. 19-20). It resorts to discourse analysis, stories, problems understood within the
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social network or context, circular questioning and emergent processes, narrative 
reconstructions, and opening spaces for conversation (Rodwell 1998, p. 19-20).
The aim of inquiry in constructivism is to understand and reconstruct the constructions or 
meanings of reality that those studied and the researcher hold (Shwandt 1994, p. 125); to 
build context and time dependent working hypotheses leading to better understanding of 
social realities. Hence, constructivists rarely begin with a theory. Instead, they generate or 
inductively develop abstractions, concepts and theories or patterns of meanings from details 
(Creswell 2003, p.9), in a reflexive process of sense-making, by going back and forth through 
the collected information (Rodwell 1998, p. 27). A qualitative research design is characteristic 
to induction. Often the selected strategy and methods are used to gather and examine 
people’s words and actions in narrative or descriptive ways in an attempt to closely represent 
experiences of those involved. Various forms of interviews, discussions, workshops, 
observations, letters, pictures, memos and day-to-day lay accounts to uncover, interpret and 
understand phenomena are frequented as means of data gathering (Patton 2002; Rodwell 
1998).
Even though the three paradigms of inquiry and their main features have been viewed here 
separately, it is also increasingly common to regard different paradigms as alternative and 
complementary methods of inquiry (e.g. Gage 1978; Harden and Thomas 2005; Sandelowski 
et al. 2006). Each of them can serve to address different kinds of problems and questions 
depending on their characteristic strengths and limitations. Without expanding further on the 
latter topic, it can be shortly noted that, positivistic i.e. quantitative methods are critiqued, for 
example, for removing context of meaning and interpretation from collected data and thereby 
hindering connectivity between research and daily life, maintaining distance to those under 
study, imposing outsiders’ meanings and interpretations on data, holding a spurious belief of 
measurement precision and accuracy, and excluding discovery and exploratory elements 
from the domain of scientific inquiry (Bryman and Bell 2003, p. 85-87; Guba and Lincoln, 
1994, p. 106).
On the other hand, qualitative findings have been criticized for being overly subjective, 
dependent on the researcher’s power of reasoning (also in terms of what is of significance or 
importance), being literally impossible to replicate, having limited degree of transferability to 
other settings and lacking clarity regarding steps involved in the inquiry and analysis of data 
(Bryman and Bell 2003, p. 298-301). Subsequently, researchers in social sciences are often 
likely to use procedures associated with two or more paradigms, an eclectic approach, in 
which the selection of purposeful methodological options is broader than “either/or”
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(Saunders et al. 2003, p. 88-89) to better address the aims of the study and to strengthen the 
quality of the inquiry process and its outcomes.
6.3.1. Providing rationale for the chosen inductive research approach
This study is guided by the framework of constructivism. It builds on an inductive research 
approach to theory development. The design relies on the application of qualitative methods 
of data gathering and analysis. In the data gathering process participatory and exploratory 
methods of inquiry are applied and the analysis makes also use of some quantitative 
features.
To apply a deductive approach enough knowledge of the phenomenon should be at hand in 
order for the researcher to amass facts about it and operationalize the concepts for testing. 
However, the review of external literature suggests that data is still insufficient in this respect. 
Even the theoretical constructs and workplace intervention design models which are applied 
and were discussed earlier appear to have their limitations. They cover differing perspectives 
and are unable to offer an all-inclusive or one-size-fits-all framework to address the research 
aim and underpinning questions. This leads to a likelihood of various relevant factors 
remaining unregarded or unidentified.
The researcher further believes, that it is either not possible to determine a priori the kind of 
factors that people perceive as potentially enhancing their ability and will to perform, be 
innovative, and to prolongue their productive years in the workforce. Instead, there is a clear 
call for exploratory research and theory building to investigate what factors at a company 
level could contribute to or hinder performance, innovation, and successful ageing 
throughout an employees’ working life span (Buck et al. 2002; Ministry of Social Affairs and 
Health 2002).
Also a review of the corporate data confirms that no studies have been conducted internally 
to investigate related employee perceptions. Yet, there is evidence that the phenomenon of 
managers and knowledge workers withdrawing early from the workforce is statistically real 
and existent. Exploratory methods are regarded therefore as advantegous since they permit 
seeking new insights, asking questions and assessing phenomena in a new light (Saunders 
et al. 2003, p. 96-97).
Hence, commencing with a theory and identifying variables for testing purposes appears 
unrealistic in the absence of substantial knowledge and understanding regarding the 
phenomenon and generalizable concepts. This applies to external sources as well as to
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information which is specific to the organization in scope. We can either not really assume 
that there is a limited and correct way for people to perceive their realities and envision their 
future. Instead it is necessary to embrace their insights as fully as possible. Taking all of this 
into consideration, a qualitative research design using participatory and explorative inquiry 
methods aligns with the nature of the research questions and the aspired aims of the study. 
As opposed to beginning with a conceptual framework and measuring work related factors 
objectively, the chosen research paradigm and approach allows to uncover and define them 
in the content of the subjective perceptions and experiences of those involved and to 
produce a more grounded representation of their diverse reality and aspirations. All in all, a 
holistic and better understanding of this complex social phenomenon is required to provide 
an internal point of orientation to encourage and support discussions around needed internal 
workplace intervention design.
An additional rationale for applying an exploratory qualitative research design is the 
receptiveness of audiences towards the kind of knowledge which has been generated. The 
researcher is well aware of the interest and significance which many of the company’s 
decision-makers attribute to so-called ‘living-data’ i.e. authentic recounts and views of those 
living in the system. While statistics are found helpful as one point of reference, the insights 
of others are especially relevant for triggering transformation processes. Such accounts 
provide the kind of depth and breadth which is required to generate a purposeful dialogue 
around the form of changes which should be sought at the company level.
6.4. Applied qualitative methods of data collection
The explorative nature of the research questions and desired study outcomes call for the 
involvement and insights of those living in and impacted by the context. Finding meaningful 
ways to ‘renew the world of work’ requires, that a range of people who are likely to be 
impacted are involved in the process of inquiry by expressing their unmet needs, wants and 
aspirations for the future. As already mentioned, factors that enhance or hamper people’s 
ability and will to perform and innovate now and in the future as well as to prolongue their 
productive years in the workforce are not determined a priori. Moreso, they are defined in 
terms of the subjective perceptions of the employees. They are the experts regarding their 
own experiences, needs, and visions of the future. Their views and reflections provide the 
basis for the construction of meaning.
In light of the previous and the importance of ‘living data’, this study uses a participatory 
research approach for data collecting. While there are many forms of participatory research, 
all of them are people-centred (Brown 1985) in the sense that the process of inquiry is
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informed by and responds to the experiences, needs and aspirations of those involved. 
Instead of being traditional research subjects, the people in the research setting become co­
investigators (Patton 2002 p. 183) and undertake formal, reflective processes. Although 
these processes are facilitated by the researcher, they are controlled by those involved.
The process of inquiry in this study serves the purpose of constructing knowledge and 
defining solutions from bottom-up -  from the perspective of the subject population. The aim 
is to enable important factors in the world of work, as experienced by the employees, to 
emerge and to be appropriately accounted for when seeking for purposeful solutions. 
Involving people into the inquiry endeavour supports capturing the richness and fullness of 
their experiences.
While conventional research approaches are critiqued for leaving often the most important 
elements overlooked and for being context-stripped in order to be universal, uniform and 
comparable (Miles and Huberman 1994, p. 35), the participatory research approach has the 
advantage of allowing key elements to be accommodated which could have otherwise been 
excluded or remained unknown. It can increase the diversity of the data and open doors for 
the identification of unexpected variables and novel opportunities. Such insights are critical to 
broaden perspectives. All of these aspects endorse opting to a participatory approach.
From the many forms of participatory research, two clearly different yet interconnected 
methods were selected for the data collection (see also Tables 6.1. and 6.2.)
1. Creating individual collages
2. Focus group-style discussions applying a formative evaluation approach (stop, start, 
continue -  technique (Garner and Emery 1994).
In line with the aims and objectives of the research, the participants were first requested to 
compile personal collages as reflections of their current reality and visions of the future i.e. 
create images to portray
• How they perceive their world of work today
• What their working world for the future, one which would attract and enable them to 
remain productive and innovative in the workforce until the age of 70, would look like, 
if they had the freedom to design it.
Directly following the completion of their individual collages, the participants engaged in a 
related focus group-style discussion. These discussions comprised of two complementing 
steps which each served a particular purpose. The first phase invited participants to share
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with others their individual collages and the meanings and explanations which they assign to 
them. This occurred out of their perspective and on their own terms.
In the second phase, building on their images and the process of sharing insights, the 
participants discussed and recorded their personal perceptions of how their world of work 
should be renewed to enable and encourage the respondents to remain productive and 
innovative in the workforce up until and beyond the official retirement age. This meant 
elaborating both conducive and hindering features which could have a considerable impact. 
Consequently, the focus-group style discussions involved the usage of the stop, start, 
continue -  methodology (Garner and Emery 1994) to address the second set of research 
questions in this study. The discussions were designed for the participants to share and 
capture (in written) a variety of perspectives emerging from the personal collages and from 
the discussion itself in terms of
• what factors they regard as a concern and recommend the company to caution and 
pay attention to,
• what factors are appreciated and are recommended to maintain/continue with and
• what factors should be introduced and commenced with.
A discussion of available theory underpinning the use of collaging, focus group-style 
discussions and the stop, start, continue-approach in research follows to provide rationale on 
how theory has informed the methodological choices made in this study.
6.4.1. The use of collages and focus group-style discussions in research
Creating collages is used in this research as a vehicle for participants to express their 
conscious and less conscious needs and aspirations in terms of today’s and tomorrow’s 
world of work. The personally chosen images and words enable those involved in the 
process to reveal how they perceive their current working experience and how they could 
picture themselves working in the future. In fact, McKay et al. (2006, p. 110) conclude, that 
using collages as a tool can help participants to
• externalize and reflect on their experiences and desires and
• contribute to an open environment for discussion and sharing.
Yet, studies incorporating collages are rare and can be found primarily in consumer research 
and in user and product design studies (Chung 2004; McKay et al. 2006, p. 110). Collaging 
as an expressive exercise is said to enable participants to articulate thoughts, feelings and 
desires that are difficult to communicate through more conventional verbal means (Hanington 
2007, p. 4). McKay et al. (2006, p. 110), Sanders and Dandavae (1999) and Sanders and
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William (2001) claim that the act of creation, including creating a visual representation such 
as a collage, taps into emotional, abstract, sensitive and experiential associations that 
participants may find challenging to express using other methods and might elsewise remain 
inaccessible to the researcher. The present author is further inclined to assume, that 
collaging offers a universal means to put forward personal insights also in international 
settings where language-barriers could otherwise impede contributions.
Based on their study McKay et al. (2006, p. 109 and 115) note, however, that even though it 
is possible to create attractive and meaningful collages with a minimum of time, effort and 
skills, rushing the participants through collage construction may decrease the enjoyment of 
the experience as well as reduce the insights and reflection they put into their collage. 
Another noteworthy observation is that the greater the freedom of the participants to select 
their own collage materials (images and words), the greater appears to be their ability to 
convey more subtle and personal insights (McKay et al. 2006, p. 115). Both aspects have 
been duly accounted for in the data collecting phase of this study which is described in detail 
in Table 6.2.
The collages in this study not only document the participant’s views and projections, but 
above all they served as a basis for the subsequent discussions in smaller groups. Worth 
mentioning in this respect is an interesting observation deriving from a study conducted by 
McKay et al. (2006, p. 109) involving the use of collages and group discussions. They 
concluded that “since the elements of a collage are mainly selected than created by the 
collage developer, it may be easier to engage the participant in discussing it:” Although the 
elements portray features of personal choice and importance (often with added details which 
come with the ‘original work’) their affective association is likely to be more distant than 
towards one’s own creation. Perhaps this contributes to the emergence of more open and 
non-threatening conditions for sharing one’s insights. It may furthermore help to counteract to 
a certain degree the concerns suggesting that topics of controversial, highly personal or 
sensitive nature are not best placed in group discussions (e.g. Kaplowitz and Hoehn 2001 ; 
Madriz 2000).
As already indicated, the focus group-style discussions in this study were designed for the 
participants to share and elicit a variety of perspectives emerging from the personal collages 
and from the discussion itself. In qualitative research such discussions are applied to attain 
high-quality data in a social context where people can share and consider their own and 
greatly diverse views in the context of the views of others. The discussions are usually 
focused on narrowly defined and pre-determined topics to which reactions are sought. Even
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though agreement or consensus is by no means sought, the opportunity to hear other’s 
perceptions and discuss them can prompt individuals to make additional comments beyond 
their original responses as perceptions can be further reflected and developed through 
interaction with others (Bryman and Bell 2003, p. 368-371 ; Patton 2002, p. 386; Saunders et 
al. 2003, p. 270-271). Consequently, the outcomes are typically claimed to be more specific, 
meaningful, animated and encompass a wide variety of different views than what can be 
obtained from individually completed questionnaires or surveys. Moreover, the discussions 
are regarded as particularly beneficial for the identification of major themes and in producing 
believable results at a reasonable cost (Bryman and Bell 2003, p. 369; Krueger 1994, p. 8; 
Patton 2002, p. 387).
Originating from market research, focus groups are nowadays wide-spread. Their application 
as an inquiry methodology in other fields of research, also in organizational development, is 
increasing (Krueger and Casey 2000; Madriz 2000; Patton 2002, p. 388). Nevertheless, 
literature references covering the use of the stop, start, continue-methodology in focus 
group-style discussions is still scarce. A new book from Scott Belsky (2010) is to appear 
which provides multiple examples of the methodology being deployed by exceptionally 
productive teams to leverage and manage ideation and iteration in various organizations. 
Despite limited availability of data related to group level applications, there is however 
evidence, that the stop, start, continue-framework has been applied to a larger extent in 
education and action research to elicit feedback on an individual basis (Austin et al. 2006; 
Garner and Emery 1994; Race 2001; Strobino 1997). A number of universities and business 
schools have recently made use of this formative evaluation approach to gain a better 
understanding of the student’s learning experiences (e.g. Elander 2003; Lochun 2006; 
University of Surrey 2008).
Garner and Emery (1994) describe this technique, which is based on the traffic light, as the 
simplest form of formative evaluation. Formative evaluation is often applied when the 
intention is to identify scope and potential for improvement (George and Cowan 1999, p. 20). 
The stop, start, continue-approach can be used by individuals or as a group activity. It is 
regarded as a quick, easy yet effective way to elicit useful information from large groups as 
to what to “stop doing” because it is non-value adding, unsuccessful or hampering and 
requires change, “start doing” because it is perceived as beneficial, “continue doing” because 
it is working and should be maintained (Elander 2003; Garner and Emery 1994; George and 
Cowan 1999, p. 18; Hughes 2001 ; Race and Brown 1993, p. 66-68; Race 2001).
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Race (2001) argues in favour of frequenting alternate evaluation methods such as the stop, 
start, continue-approach in inquiry as an opportunity to express views since using 
questionnaires can possess a barrier to attaining meaningful feedback. In general, making 
use of questionnaires is associated with clear advantages. These include enabling to 
address a large number of issues and questions of concern in an efficient way, allowing 
uniformity through identical items and scales, enabling anonymity, providing the respondent 
an opportunity to consider their responses without interferences, and assisting the 
interpretation of large numbers of responses (Race 2001 ; Thietart et al. 2001, p. 178). Yet, 
the critique is that, responses are frequently provided on a surface level of thinking rather 
than as a result of reflection and critical thinking. Also feedback is requested on the specific 
issues in scope. This leaves other items of relevance out and the quality of data is likely not 
as high as with alternative methods of leveraging feedback (Krueger 1994, p. 8; Miles and 
Huberman 1994, p. 35; Patton 2002, p. 387; Race 2001).
Despite the strengths of the focus group-style discussions and the stop, start, continue- 
approach, just like any other method of inquiry, also group discussions are known to have 
their limitations and weaknesses. These include, amongst others, the impact of group 
dynamics, the fear of conflict of negative reactions, dominance behaviours, group conformity, 
confidentiality, the researcher’s control over proceedings, challenging data analysis, and a 
focus on a limited amount of questions/topics (Bryman and Bell 2003, p. 369 -  381 ; Patton 
2002, p. 386 -  388). In sections 6.8.1 and 6.9 details are provided on how this study 
attempted to take them into account and reduce their potentially adverse impact.
All in all, Wayne Chung, an acknowledged U.S. Industrial Design educator, as well as McKay 
et al. (2006) report, that the combination of collaging and group discussions has been 
powerful in providing participants a catalyst to display their experiences and to envision their 
aspired future by means of portraying elements from their perspective (Chung 2004, p. 238; 
McKay et al. 2006). Collages followed by group discussions using the stop, start, continue- 
methodology as chosen participatory research techniques in this study have been deployed 
to allow participants to engage fully in the process of inquiry, to discover, express, and 
interpret authentically their own insights, and to put forward the needs and aspirations which 
they consider as important. Such a process can discern focal points. The knowledge which 
emerges directly from those involved can then be used as a basis for driving the 
understanding of how the world of work should be improved and renewed.
These forms of inquiry are also understood to communicate respect to respondents by 
making their ideas, opinions, experiences, and perceptions the key data source for the
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evaluation (Patton 2002, p. 176-186). Last, but not least, the combination of the two 
techniques allows reducing the impact of possible researcher bias since the process of 
query, creation, and interpretation of information is to a large extent in the hands of the 
participants. The methods could therefore be viewed as an extended form of respondent 
validation as they attempt to break down the boundaries between the researched and the 
researcher (Bryman and Bell 2003, p. 310).
6.5. Description of data gathering process
In light of the external literature and internal data available, the researcher has not found any 
studies which use visual imaging as a catalyst for gaining better understanding of how the 
world of work could be ‘renewed’ within a company to better meet the needs and aspirations 
of an ageing workforce.
Since this strongly people-centred approach required the physical presence of those 
potentially impacted by the developments, a workshop format for the data gathering process 
appeared most suitable. To ensure, however, that the development of knowledge would not 
be confined to a single cohort, nationality, and/or period of time, the data gathering contained 
a longitudinal component in which three separate international cohorts consisting of 
approximately 30 individuals each were included in the research either in 2005, 2006, or 
2007. This feature also permitted redefining the procedural instructions provided from one 
cohort to the other. For example challenges faced during the data analysis of the first cohort 
(explained in 7.1.2.1.) informed the next round of inquiries. In Table 6.1., an overview of the 
research stages is provided.
The data collection itself occurred as an integrated part of the annual corporate orientation 
programme to which newly appointed senior management level leaders and experts from 
various parts of the world were invited. The design of the orientation programme included a 
3,5 hour session which was specifically destined for the workshop purposes. In total 92 
participants representing various cultures, a mixed age structure, and genders were herewith 
involved in the study.
A step-by-step description of the proceeding can be found in Table 6.2. It outlines how the 
data gathering was realized and how consistency in methodology application was sought 
throughout all of the three consecutive cohorts.
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Table 6.1. Stages of the Research.
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1. DATA GATHERING PROCESS 
Introduction to topic area
Participants receive an introduction to the topic of demographics and the relevance of demographics for the 
corporation. This is done using a management presentation provided by the company internal ‘demographics 
taskforce’. (Researcher)
2. Clarifying aims and objectives; attaining permission to conduct researchParticipants receive a clarification regarding the aim and objectives of the workshop, a high level overview of 
the procedures and methods involved, what equipment is used and how the outcomes will be dealt with.
Participants are requested for permission regarding participation and proceeding. They are informed about 
their right to withdraw from sections of the inquiry or the entire process at any time. They are informed, about 
their right to request not using and/or storing any or parts of the data which they have generated for research 
purposes. (Researcher)
3.
Instructing participants on creating collages (Researcher)
There are round tables in the room and the participants can freely seat themselves around any table they wish.
Participants receive careful instructions (verbal and on flipchart) on what is expected from them and by when 
e.g.
a) everyone is provided with an individual pair of scissors, glue, markers and a flipchart.
b) in the middle of each round table is a large stack of different kinds of magazines with pictures and 
images to select from.
c) the task of each participant individually is to pick up whichever magazines they desire to, skim 
through the magazines, and to cut out and compile all the
images, words, colours
which catch their eye and jump out when they think about
•  their world of work today (how they experience it) and
• their world of work tomorrow (how they could picture it in the future)
1 “My world of world in the company today”
(what the current reality in their working world looks like)
2. “My world of work tomorrow -  wanting and allowing me to retain my ability to perform and 
to be innovative as an employee until the age of 70
(if they could freely design the working world of tomorrow, one which would want them and allow 
them to retain their ability to perform and be innovative until the age of 70, then what would such a 
world of work look like)
d) the participants have also the freedom to write or draw further details according to their own terms. 
These personal perceptions, reflections, and projections should be glued, written, drawn onto 1 
flipchart as a collage in any way the individuals prefer. The only request is that two separate 
headings “today” and “tomorrow” should be used to compile the personal perceptions and projections 
under the respective titles.
Creating personal collages (Participants)
4. Sharing individual reflections in a sub-group
Upon completion of the collages, members of each round-table share with their colleagues in their own words 
the outcome of what they have made and their related perceptions regarding present reality as well as their 
vision of the future. (Participants)
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5. Group discussion and summary of outcomeOnce the individual sharing has been completed, each round-table is requested as a group, to reflect, gather, 
discuss and summarize - in light of sustaining their will and ability to perform and to be innovative all the way 
up until and bevond current retirement aoe -  on fliocharts all the asoects
•  they would recommend the corporation to understand as their concern and therefore pay attention to 
(“caution - concerns”) ,
•  they already appreciate and recommended to maintain/continue with 
(“continue doing”)  and
•  they would recommend the corporation to introduce/to commence doing (“commence doing/start 
doing”)
(Participants)
The groups are instructed
• to have someone volunteer as a facilitator who ensures, that everyone has their share of voice and 
writes on the flipchart all contributions from everyone (including his/her own) as accurately as 
possible without judgments or limitations. (Researcher)
• that there are no ‘right/wrong or belongs here /does not belong here’ views and ideas. The aim is not 
to attain consensus. Instead all contributions from all individuals are to be given room, to be 
considered a valuable source in the context of the study (Researcher)
•  that if a view or idea has already been written on the flipchart, it need not to be repeated in writing 
if/when a participant brings it up again. A one-time naming is sufficient. (Researcher)
•  that at the end of the group discussion all points are once more viewed by the group members to 
ensure correct notes/interpretations and to allow adding further ones if some have been left out.
6. Sharing group reflections with everyoneA representative from each round-table then shares the group’s views and ideas with all the other groups 
present. (Participants)
7. AnonymityAll produced materials are anonymous, unless the participants wish to sign them off out of their own desire.
Also participants can request, that there collages are not utilized and still agree to the usage of the group 
reflections for the study purposes.
8. Data filing and further usage for research purposesThe collages and caution-concerns/continue/commence flipcharts are typed out and filed into the archives of 
Corporate HR Planning and Development with the permission of the participants for further research purposes. 
These archives are restricted in access.
9. Forwarding documentation to participantsA disc containing the collages, typed out summary flipcharts, and photographs taken during the working 
session are forwarded to all participants as a re-cap from the session and outcomes.
Pictures of the workshop itself are also available for the respective participant groups on the corporate intranet
Table 6.2. Step-by-Step description of the data gathering process applied during each 
participatory inquiry.
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6.6. Sampling strategy
A design specifies the set of elements from which data is collected. Decisions about 
samples, both samples size and sample strategies depend on prior decisions about the 
appropriate unit of analysis to study. The criterion of usefulness in terms of the primary 
objectives of the study plays a central role in this respect (Patton 2003, p. 229-230; Thietart 
et al. 2001, p. 169). Choices made in terms of the sample will have a determining impact on 
the external as well as internal validity of a study and impact possible biases as well as the 
possibility to generalize from the findings (Thietart et al. 2001, p. 147-148). It is in this 
respect, that Patton (2003, p. 230) concludes, that perhaps nothing better captures the 
difference between quantitative and qualitative methods than the different logics that 
underpin sampling approaches.
Sampling approaches provide a range of methods to reduce the data which is required to 
collect in light of usefulness. The two general approaches to sampling which are used in 
social science research include probability sampling (also called representative sampling) 
and non-probability sampling (also called judgmental sampling) (Saunders et al. 2003, p. 
150-152). Probability sampling refers to the utilization of methods in which each element of a 
population has a mathematically known probability, not equal to zero, of being selected into 
the sample. This implies selecting elements according to a random procedure in which the 
selection of any elements is independent of the selection of the other ones (Thietart et al. 
2001, p. 148-149). Randomization allows to reduce the level of research bias and to make 
inferences, to generalize, from the information obtained from the random sample to the entire 
population from which it was selected (Bryman and Bell 2003, p. 100-101). It is often 
associated with quantitative methods such as surveys and to a lesser extent with experiment 
research (Saunders et al. 2003, p. 152).
Non-probability sampling is based on the researcher’s personal judgment of the 
representativeness of the sample or due to the sample’s availability. Hence, the probability of 
each case being selected from the total population is unknown making it impossible to 
address research aims that require making statistical inferences about the characteristics of 
the population (Thietart et al. 2001, p. 148). Generalization from non-probability samples 
about the population can still be feasible, however not based on statistical grounds 
(Saunders et al. 2003, p. 152). Instead principles of analytic generalizations across various 
populations can be applied, providing, that at least one dimension, such as population or 
place, varies from one sample to the other (Glaser and Strauss 1967; Thietart et al. 2001, p. 
164). Purposive sampling is considered a cornerstone of constructivist research (Rodwell
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1998, p. 29) Also in management research judgmental samples, whether intended for 
qualitative or quantitative inquiry, are much more common than probability samples. For 
small populations, judgement samples can be considered to provide results that are equally 
biased as those attained by means of probability sampling (Thietart et al. 2001, p. 151-152).
In this study, the researcher opted to a purposive non-random sampling strategy. 
Consequently, the researcher admits to a degree of unavoidable bias since the subject 
cohorts were purposefully selected to meet certain criteria which are relevant to the 
objectives of the study (Bryman and Bell 2003; Patton 2002, p. 230 -  245; Rodwell 1998, p. 
39). As already mentioned, finding meaningful ways to ‘renew the world of work’ requires 
involving a range of people in inquiry process who are likely to be impacted and whom we 
can elicit views from given the purpose of the inquiry.
In particular experienced managers and knowledge workers are expected to become an 
important and sought after source for talent throughout the next decades. Therefore, the 
sample consists of representatives of these groups. Also the vast majority of the individuals 
in the sample belong to the so-called baby-boomer generation. It is likely, that this generation 
will be the first one which is subject to extending their working lives and require support and 
solutions to sustain and enhance their ability to perform and innovate over time in an 
increasingly competitive and global business world. Thus, these are individuals who are 
anticipated to be increasingly impacted by the developments and who will trigger the need to 
reconsider current human resource related policies and practices. In many enterprises those 
aged 40-50 years already form the nucleus of today’s workforce and companies are 
becoming aware that this cohort will also constitute the core working group in ten years from 
now (Hasselhorn and Freude 2007).
Furthermore, the sampling aspires to attain a level of maximum variation (Patton 2002, p. 
243) or diversity within the cohort of senior level leaders. This refers to involving individuals 
from three consecutive annual cohorts with diverse nationalities, cultures, professional 
backgrounds, work experiences, ages, gender, and management levels in the process to 
discover important common factors that could apply across variations. Common patterns that 
emerge from great variation are of particular interest and value in capturing the core 
experiences and important shared patterns that cut across units. They are claimed to derive 
their significance from having emerged out of heterogeneity (Patton 2002, p. 235).
The one aspect which all the participants have in common is that they have entered into key 
leadership positions either from the internal or external sometime during the course of 18
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months prior to participating in the study. Yet, at the same time, the sample represents a 
wide range of properties across professional disciplines including
• individuals who have been appointed from non-managerial positions to key 
leadership ones from within the company or from the external or
• Individuals who have been appointed from key leadership positions to ones with even 
more responsibility from within the company or from the external.
In a nutshell, the pre-selected purposive sample for the participatory research encompasses 
92 company leaders from various countries around the world. They portray senior level 
knowledge-workers and decision-makers who have entered into key managerial positions or 
who have been promoted to even higher leadership levels either from the internal or from the 
external within 18 months from attending the corporate orientation programme either in 2005, 
2006, or 2007. They represent various cultures, mixed age groups, different functional 
business areas and a diverse sample of backgrounds, experiences and tenure within the 
company. Also both genders are included (i.e. 23 females and 69 males).
Last, but not least, the participants represent a two-fold reality in their organizations -  they 
are the ones who will be directly affected by the developments and they are also the ones 
whose visions, decisions, and actions can impact meaningful change over time for the entire 
workforce. Subsequently, in addition to producing valuable data and eliciting knowledge, the 
participatory inquiry session was at the same time intended to create awareness for the need 
for action to address the scale of the ageing phenomenon within the corporation. The sharing 
of individual experiences, perceptions and sentiments contain a strong emotional 
component. The experiences, needs, aspirations, visions and opinions of these management 
representatives may provide personal impulse to trigger a review of the state of human 
resources practices for all ages within their own areas of management.
6.7. Data analysis approach
Analytic operations are planned and performed to manipulate and manage data given the 
aim and objectives of a study. There are many possible ways to process through and 
analyze qualitative data i.e. to dissect, reduce, sort and constitute it (Spiggle 1994, p. 492). 
Patton (2002, p. 433) asserts, that because each qualitative study is unique, the analytical 
approach used will be unique and dependent on the analyst. He reminds that this 
uniqueness and related human factor is the great strength and the fundamental weakness of 
qualitative inquiry and analysis -  a so-called scientific two-edged sword.
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This research set out to uncover factors which international senior/executive level leaders 
and knowledgeworkers consider relevant for their continued ability and will to perform and 
innovate -  and ultimately extend their productive and innovative years in the workforce. The 
intent was to uncover and define them in the content of the subjective and diverse 
perceptions and experiences without resorting to predefined theoretical frameworks or 
notions. Since the constructivist research philosophy stands for sensemaking which involves 
multiple realities, it is essential that the researcher manages and includes all constructions 
that were involved in the process of inquiry into the analysis (Rodwell 1998, p. 28). 
Subsequently, an inductive analysis approach was chosen involving the discovery of 
patterns, themes and categories based on all the available raw data and without the 
restraints imposed by predetermined theories or notions (Patton 2002, p. 453).
Inductive analysis approaches are frequented in qualitative research for their ability to 
support gaining an understanding of meaning in complex and rich data that have been 
gathered with a broad focus in mind (Hatch 2002, p. 179; Thomas 2003, p. 2). Making sense 
of massive amounts of data is in fact where the primary challenge of qualitative data lies. It is 
in this respect that inductive analysis is occupied with “reducing the amount of data, sifting 
trivia from significance, identifying significant patterns, and constructing a framework for 
communicating the essence of what the data reveal” (Patton 2002, p. 432). The outcome
from an inductive analysis is the development of categories into a framework that
summarizes the raw data and conveys key themes and messages (Thomas 2003, p. 4). 
Inductive analysis enables herewith to
• condense extensive and varied raw data
• establish clear links between the research objectives and the summary findings
derived from the raw data
• develop a model or framework that captures key themes and the underlying structure 
of experiences and perceptions which are evident in the raw data (ibid., p. 2).
An inductive analysis process advances from the specific to the general. It commences with 
examining the particulars within data, then looking for patterns across individual data and 
finally brings it together to a meaningful whole (Hatch 2002, p. 161; Potter 1996, p. 151). 
Through the analyst’s interaction with the data, the process allows patterns of meaning, 
themes and categories to emerge from the frequent, dominant, significant and even 
countervailing themes inherent in the raw data (Patton 2002, p. 453; Thomas 2003, p. 2). 
These represent the core meanings found through the analysis. As a result, general 
statements about phenomena under investigation can be made (Potter 1996, p. 151).
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Whichever way analysis is conducted, it is essential to reflect and report on the applied 
analytical procedures and processes as fully and truthfully as possible (Patton 2002, p. 434). 
In the following an account is provided on how this study used the details and moved from 
the specific to the more general by resorting to the concurrent subprocesses of data 
reduction, data analysis, and drawing and verifying conclusions (Miles and Huberman 1994).
6.7.1. The applied analysis trail
Since the participants first created collages and then immediately following engaged in focus 
group-style discussions, a decision was made to follow an “analysis trail” (Figure 6.1.) which 
treats the data from the individual level collages separately from the group level discussions. 
This chosen approach is fully in line with the objectives of the study and allowed arranging 
the raw data into more manageable units. It also helps to avoid a twin problem of individualist 
and ecological fallacies (see 6.8.) since the outcomes of the two analysis paths are 
considered in a common context only in the final discussion section.
Participatory Inquiry Session(s)
- 2005, 2006 and 2007 -
J3L
Collages 
(primary data)
Individual Collages Group Discussion
,My world of work ... ‘Factors to ...
•  Today
À
•  Caution (Concern)
•  Tomorrow •  Continue with (Maintain)
•  start with (Introduce)
Lists 
(prim ary data)
Participants
Inductive Analysis of Inductive Analysis of
•  words •  Words, descriptions
•  images
Researcher
Figure 6.1. Analysis Trail applied in the study.
Since the collages served mainly as a vehicle to prepare for the focus group-style 
discussions, the analysis first commenced with and concentrated on the raw data deriving 
from the group interaction. There were three annual cohorts each consisting of 4 discussion 
groups i.e. 12 groups in total. Each of the 12 groups engaged in discussions and compiled
\
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their insights under 3 predefined headings in accordance with the stop, start, continue- 
framework. This resulted in 36 lists of raw data for the analysis (see Figure 6.2.).
Cohorts
Groups
Lists created by 
each group
3x12 = 
36 lists
C aution-
C oncem s Start
12 groups 
in total
Continue
groups/
cohort
Figure 6.2. The origins of the raw data produced for the analysis.
To ensure analyzable blocks and yet minimize potential distortion from selective use of data, 
a systematic approach was applied which permitted the inclusion of the entire raw data into 
the analysis; to support that meaning is constructed in a way that is reflective of all 
participants (Rodwell 1998, p. 28). Therefore, the iterative process involved first an intra­
group level analysis, then an inter-group level analysis followed by a cohort-level analysis 
within each annual cohort. Finally the findings from all three cohorts were brought together 
into an inter-cohort level analysis. The following describes the related steps:
A. Intra-Group level analysis -  based on raw data specific to each group:
1. The ‘caution -  concerns’, ‘continue’ and ‘start’ -lists were displayed side-by-side to 
allow a preliminary broader examination of the data submitted by each single 
group.
2. A content analysis using vertical and horizontal reading, open coding as well as 
quasi-statistics was then performed to discover and highlight group specific 
patterns or themes emerging from within and across the lists. Capturing core 
features was of relevance to support meaningful interpretations at later inter­
group level analysis. It allowed coming back for verification purposes i.e. “what 
could the group have meant with a word or description? What potential context 
was it used in?”
B. Inter- Group level analysis -  based on raw data on the item-lists
3. First the ‘caution-concerns’, then the ‘continue’ and finally the ‘start’ -lists of the 
four discussions groups were displayed side-by-side to allow a preliminary 
broader analysis of the data and to identify central patterns and themes emerging 
across the groups in terms of concerns, issues to continue and to start with.
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4. A further analysis was conducted to verify and possibly modify or complement the 
outcomes of step 3. and to generate a better picture of all the (core) areas 
involved. A chart for categorization and comparison was developed to display the 
data and facilitate the recognition of patterns and themes arising from it.
5. Based on the outcomes from step 3. and 4., the breadth of relevance of the 
emerging themes was determined and illustrated. This was of further relevance 
for the final cohort level depictions and interpretations.
C. Cohort level summary and conclusions -  based on the outcomes of the inter- 
Group level analysis, a cohort level analysis was conducted to determine cohort- 
specific themes.
D. Inter-Cohort level analysis and findings
A review across the findings from the three annual cohorts was conducted to identify 
dimensions of common relevance. These overall findings were then complemented 
with the outcomes from the thematic analysis of the collages.
The raw data generated by the participants during the group discussions accounted as ‘in 
vivo’ input. Since descriptions and quotations form the foundation for qualitative reporting 
(Patton 2002, p. 503-504), the groups’ ‘in vivo’ input was used as frequently as possible to 
enable a better understanding of the underpinning logic. However, with the emergence of 
further analytical linkages and a more hierarchical approach to categorization and coding, 
broader names and labels were then applied albeit the researcher trying to remain close to 
the terms coming out from the data.
In line with the emergent nature of the inquiry, the analysis sought to remain as open to data 
and the arising categories as possible. Categories and larger areas of focus were 
established inductively on the basis of their coherent meaning i.e. their ability to stand on 
their own. The criteria of internal homogeneity and external heterogeneity were used to 
confirm this. The first one relates to the extent to which data belonging to a certain category 
hold together in a meaningful way and appears to be consistent. The latter one refers to the 
extent to which differences among categories are evident (Patton 2002, p. 465 - 466).
Some categories ended up with more items while others contained only one. Some 
dimensions attained a broad width of relevance across groups and cohorts, while others 
were of significance for only a single group or cohort. All of these aspects were taken into 
account in later discussions and findings. The same holds for potentially particular or 
deviating items, patterns and data which did not really fit in. An additional note was also
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made of cases where an item was allocated into two different categories as it appeared to 
purposefully qualify for both. Also a reference was made to the extent to which patterns 
seemed to be strongly supported by the data and when they were merely suggestive (Patton 
2002, p. 504).
In conjunction with the previous, counts were often applied to extract more meaning from the 
data to complement the qualitative descriptions. Quasi-statistics are used in research to 
prevent over- or under-weighting the emergent themes by enabling to assess the amount of 
evidence supporting or questioning a specific finding (Maxwell 1996, p. 95; Sandelowski, 
2001). Along with striving for analytic integrity, using counts in this study further aided the 
identification of patterns and themes during the course of the investigation and the 
development of a more tangible audit trail.
Visual forms such as charts and colours were likewise used throughout the analysis and 
interpretation phases to facilitate the iterative process as well as to represent counts. 
According to Saunders et al. (2003, p. 395) such displays can support comparisons between 
the raw data and emerging patterns as well as the identification of possible relationships and 
key themes. In this study the visuals were furthermore frequented to explore similarities and 
differences between the groups and cohorts and to support a reconstruction of inferences.
In addition to the review of the data generated by the focus group discussions, an analysis of 
the collages was conducted. During the entire inquiry process, a total of 92 individual 
collages were created by the participants. However, with the first cohort in 2005 an 
agreement was made, that the individual collages would remain with the participants and not 
be stored anywhere else. After all, the overriding objective of the study was not to focus on 
an in-depth analysis of the individual collages by the researcher. Instead, the intent was to 
use the collages as a catalyst for the participants to discover, express, and then share their 
insights, views, needs, and aspirations -  and ultimately point up the most relevant work 
based factors out of their perspective. Also in the 2006 and 2007 cohorts a small number of 
individuals wished to keep their own work. Thus, a total of 55 collages were available for a 
form of content analysis in which quasi-statistical counts were used to indicate the frequency 
of a word or image. This allowed core themes from within the data to be recognized and the 
aggregate level views to be considered as complementary information alongside the findings 
from the group discussions.
The complete study and analysis trail is illustrated in Appendix 6.1.
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6.8. Validity, reliabiiity and generalizability
Validity, reliability and generalisability are core research concepts which have their origins in 
the positivist tradition. Validity and reliability are concerned with the credibility of the research 
findings while generalizability, also sometimes referred to as external validity, is concerned 
with the applicability of the results beyond the sample in the study.
Validity relates to the integrity of conclusions that are generated from a piece of research 
(Bryman and Bell 2003, p. 33) in other words, whether or not the descriptions represent 
accurately the phenomenon studied and the accounts are accurate and truthful (Thietart et 
al. 2001, p. 8). Positivists, interpretivists and constructivists all incorporate a number of 
validity criteria to evaluate the knowledge produced (Thietart et al. 2001, p. 23) - to determine 
why one should believe in what has been generated.
Validity in quantitative research depends on thorough phases of instrument construction and 
validation to ensure, that the instrument measures what it is intended to measure, so that 
reliable results can be obtained (Carmines and Zeller 1979, p. 17). The focus is on the 
appropriateness and accuracy of the measuring means i.e. the test items, survey questions, 
or other instruments. Subsequently, quantitative approaches often enable ‘measuring the 
reactions of a great many people to a limited set of questions thus facilitating comparison 
and statistical aggregation of the data. This gives a broad, generalizable set of findings 
presented succinctly and parsimoniously’ (Patton 2002, p. 14). As already mentioned, 
generalisability implies being able to generalize the findings beyond the restricted boundaries 
of the specific context in which the research was conducted; the results can be equally 
applicable to other research settings (Bryman and Bell, 2003, p. 81-82; Saunders et al. 2003, 
p. 102). In quantitative research, potential threats to validity and generalizability can be 
addressed by prior design features such as random sampling strategies and building controls 
in to the process.
There is an on-going discussion in literature within the constructivist tradition regarding the 
applicability of the concepts of validity, reliability, or generalizability for qualitative inquiry. 
Some researchers argue against using the terms while others have developed their own 
concepts. In recent years, researchers applying qualitative inquiry have commenced making 
adaptations to the concepts and terms and utilizing criteria - such as quality, rigor, 
trustworthiness, and authenticity - which they consider more suitable given the objectives 
and prerequisites of this research paradigm (Bryman and Bell, 2003 p. 288; Guba and 
Lincoln 1994; Patton 2002, p. 51).
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Regardless of the preference related to the applicability of the concepts and terminology, 
Patton (2002) rightfully reminds us, that validity and reliability are factors which the qualitative 
inquirer should be concerned about when designing a study, analyzing results, and judging 
the quality of the research. After all, both qualitative and quantitative researchers are 
required to verify and demonstrate that their studies are credible. However, ‘the 
epistemological paradigms have different respective verification systems, and all scientific 
knowledge in this sense is relative to the paradigm to which it belongs and, specifically, to 
the verification system to which it is submitted” (Borda and Rahman 1991, p. 15). In the 
following validity and reliability will be viewed to the extent in which they can serve as 
characteristics of the standards of evidence associated with qualitative inquiry.
When it comes to qualitative research, the researcher is normally the instrument of inquiry 
and his/her focus is on facilitating the study of issues in depth and detail. Validity concerns 
are therefore associated primarily with the degree to which findings are judged to have been 
interpreted in a correct way. This is associated with the trustworthiness of inferences drawn 
from data (Eisenhart and Howe 1992, p. 644) and the degree to which the researcher’s re­
constructions of reality are "credible to the constructors of the original multiple realities” 
(Lincoln and Guba 1985, p. 296). Credibility of the methods used depend therefore largely on 
the .."skill, competence and rigor of the person doing fieldwork -  as well as things going on 
in a person’s life that might prove a distraction” (Patton 2002, p. 14). This assumes that the 
researcher not only is competent in applying the inquiry methodology, but also approaches 
the study without being constrained by predetermined categories or analysis. A neutral 
stance is regarded to contribute to the depth, openness, and detail of qualitative inquiry.
In contrast to quantitative research, the threats to validity cannot be strictly controlled for 
upfront especially due to the inductive nature of the knowledge generation process. 
Nevertheless, some threats can and should be addressed throughout the research process. 
Particular attention should be paid to the most frequently cited and broad threats to the 
validity of qualitative conclusions: researcher bias and reactivity (Maxwell 2004, p. 108).
Researcher bias e.g. subjectivity refers to the researcher selecting only data that "... fits the 
researcher’s existing theory or preconceptions and the selection of data that “stand out” to 
the researcher “(Miles and Hubermann 1994, p. 263). This is associated with the researcher 
making conclusions based on the use of inaccurate and/or incomplete data, not being open 
and non-judgemental to understanding the world as it unfolds from the participants’ 
perspective (Patton 2002, p. 51), but instead imposing his/her own framework into the 
reasoning. It could also link to the researcher not paying due attention to the existence of
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disconfirming data or alternative explanations. These criteria are often referred to in literature 
as descriptive validity, interpretive validity, and theoretical validity of the accounts (Maxwell 
1992). Patton (2002, p. 50) argues though, that an absolutely objective and value-free inquiry 
is nevertheless utopistic even in quantitative surveying since the researcher’s subjectivity is 
reflected in every question put forward. However, in both forms of research, it should be 
apparent, that the researcher can be shown to have acted in good faith and to have fairly 
represented different viewpoints of those in scope. In qualitative research these evaluation 
criteria are called confirmability and authenticity (Bryman and Bell 2003, p. 288-289).
Reactivity relates to the impact of the researcher on the setting or individuals studied. 
Hammersley and Atkinson (1994) rightfully claim that it is impossible to exclude the actual 
influence of the researcher in a qualitative study. Therefore, ’’the goal in qualitative research 
is not to eliminate this influence but to understand it and use it productively” (Maxwell 2004, 
p. 108-109). For example, by applying qualitative strategies which are less formal and 
obtrusive, the researcher can reduce or even eliminate reactivity (Patton 2002, p. 192).
To round up the discussion of validity in qualitative research the criteria of ‘ecological validity’ 
should still be considered. Ecological validity is concerned with whether or not social 
scientific findings are applicable to people’s natural and everyday social settings (Bryman 
and Bell 2007, p. 42). It is about the extent to which findings of studies have to do with what 
occurs in the ordinary life of individuals. Due to the fairly natural approaches and less 
directive methods used in qualitative inquiry, Bryman and Bell (2007, p. 43) expect, that 
much of the qualitative research is stronger than quantitative research in ecological validity. 
Hence, the pursuit becomes not only to generate outcomes that can be trusted, but also 
ones that are worth paying attention to (Lincoln and Guba 1985) as they could have 
relevance to the participants’ day-to-day context.
While validity relates to the integrity of the conclusions, reliability in quantitative research is 
concerned with the problem of knowing whether the same phenomenon would be similarly 
observed at different times or by other observers: whether or not the results are repeatable 
and consistent when using the same method in different applications (Thietart et al. 2003, p. 
8). Yet, in qualitative research the extent to which replication can and should occur and 
herewith the appropriateness of the concept of reliability are questioned and challenged. 
Researchers argue against the criteria of replication as either not an essential or even 
unrealistic goal due to the lack of a single reality (Marshall and Rossman 1999), due to the 
complexity of the phenomena and impact of the particular context (Lincoln and Guba 1985) 
and due to the dynamic and responsive nature of qualitative inquiry processes (Gubrium and
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Holstein 1997). Therefore, there is not an expectation per se for others to arrive at the same 
themes and categories as the researcher.
Nonetheless, Lincoln and Guba (1985, p. 235) remind researchers about ‘dependability’ as 
contributing to the trustworthiness of qualitative studies. Dependability, which parallels 
reliability, is concerned with the applicability of findings at other times (Bryman and Bell 2003, 
p. 35). It involves using the same conditions and same data by independent researchers to 
replicate the study findings (Lincoln and Guba 1985, p. 235). Seale (1999, p. 158) considers 
reflexivity as a good practise to support replication, dependability and herewith reliability. By 
this he encourages "... showing the audience of research studies as much as possible of the 
procedures that have led to a particular set of conclusions”. Leaving a kind of decision or 
audit trail is supported as a means of increasing the trustworthiness of the work (Erlandson 
et al 1993, p. 34; Patton 2002, p. 93)
Unlike quantitative approaches, qualitative methods typically produce a wealth of detailed 
information about a much smaller number of people and cases. This helps to increase the 
depth of understanding of the cases studied, but is seen to reduce generalizability beyond 
the sample, setting, time, or content in scope (Patton 2002 p. 14). Yet, Maxwell urges to 
differentiate between two forms of generalizability: ‘external generalizability’ and ‘internal 
generalizability’ (2005, p. 115). While ‘external generalizability’ i.e. broadening and extending 
to wider populations is typically not the prime concern in qualitative research, ‘internal 
generalizability’ is viewed to be in line with the nature of the inquiry paradigm and as 
significantly more important. With ‘internal generalizability’ Maxwell refers to “the 
generalizability of a conclusion within the setting or group studied’ (ibid., p. 115).
It is relatively uncommon for qualitative researchers to make explicit claims about external 
generalizability (Maxwell 2005, p. 115). However, Lincoln and Guba (1985, p. 125-126) 
assert, that thick descriptions - rich accounts of details and a substantial amount of 
information of the entity in focus - can provide others a basis for comparison and for making 
reasoned judgements about the extent to which the findings could be useful and herewith 
transferable to further settings. As already mentioned, Glaser and Strauss (1967) and 
(Thietart et al. 2001, p. 164) claim, that principles of analytic generalizations across various 
populations can be applied given that at least one dimension, such as population or place, 
varies from one sample to the other. Also Maxwell (2005, p. 116) brings up an additional 
interesting perspective with his notion, that qualitative studies frequently have what one could 
refer to as ‘face generalizability’. This suggests that there are often no obvious grounds to 
suppose that findings and conclusions could not be applied more generally. After all, the
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overriding objective of qualitative research is not to concentrate on sampling from a 
population to attain generalization of the findings to larger cohorts, but rather to develop 
substantive or formative theories or theoretical frames as an outcome of the inquiry -  ones, 
which could well be extended to others.
6.8.1. Addressing validity, reliability and generalizability in this study
In the following an account is provided how foreseeable threats to validity and reliability have 
been addressed throughout this study and the extent to which generalizability was sought.
As discussed earlier, researcher bias and reactivity are the most frequently quoted and broad 
threats to validity of qualitative conclusions (Maxwell 2005, p. 108). In this study, the 
researcher has made a conscious attempt to minimize personal bias and to maximize 
accuracy of the accounts by applying first collaging and then focus group-style discussions 
based on the stop, start, continue-methodology. These data collecting and data interpretation 
approaches were ones in which the participants themselves generated, elucidated and finally 
compiled the primary data used for the analysis.
In the chosen design the role of the researcher was one of a process enabler. The task was 
to set the stage for an inquiry process in which the researcher had only a minimal function in 
the actual data collecting. The interventions of the researcher during the data sampling i.e. 
collaging and focus group discussions (see Figure 6.3.) were limited to those of time­
keeping, assisting with equipment, responding to possible procedural questions where 
needed and providing instructions for next steps where needed. This kind of a data collecting 
design was sought to provide the participants a means to discover and express more about 
their own reality and visions - their needs, wants, and aspirations as seen from their 
perspective with the help of a non-biased collecting vehicle. The intent was to allow an open, 
creative, and non-judgemental process to evolve where data and themes can emerge freely 
and fully without any predispositions or limitations imposed by the researcher.
1. Individual Collages
"M y  w o rld  o f  w ork  "...
-to d a y
-to m o rro w
2. Group Discussions
"Factors t o ...
- caution, pay attention  to
- maintain
- introduce and start w ith
Collages
w ith  words and images 
(p rim ary  d a ta  -  O utcom e A )
Lists
w ith  words under pre-set labels 
(p rim ary  d a ta  -O utcom e B)
Figure 6.3. Data Sampling Process.
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Throughout the sampling process (step 1. and step 2.) all participants held the ‘cognitive 
authority’ (Wise 1987). This refers to complete decision-making power over what counts as 
knowledge and what it means to them out of their perspective. The outcome A. and outcome 
B. contain data as produced and interpreted solely by the participants.
While this kind of a data collecting approach could well have reduced possible threats to 
descriptive and interpretive validity from the researcher’s side, one still has to acknowledge 
the potential impact of group effects in step 2. to the outcome. Group conformity to group 
norms, overly prominent participants, and suppressing perfectly legitimate perspectives held 
by an individual might have been present and reflected in the group results (outcome B). It is 
not known how far such group effects have an adverse impact on focus group findings, but it 
is clear that they cannot be totally ignored. The researcher recognizes further that in 
management research such biases and impediments are known to be all the more obvious 
(Thietart et al. 2001, p. 182). Conformity seems to also increase when group members have 
to continue working together in the future (Bryman and Bell, p. 372-381). In light of this, it is 
important to notify, that albeit the majority of the participants encountering each other for the 
first time during the 3 day programme and the likelihood of further direct contacts being 
limited, all of them remain a part of the larger corporate network of senior leaders. Whether 
and to which degree this has impacted conformity remains unknown.
Also there is a probability, that due to the international composition of the groups, the 
outcomes have been influenced by language issues. Although all participants were able to 
understand and communicate in English, some participants might have held their verbal 
contributions back if/when they anticipated difficulties in expressing themselves sufficiently in 
a foreign language. Some might also have been misinterpreted due to others capturing their 
content incompletely or incorrectly. Perhaps those with strong English abilities 
(approximately 1/3 of participants were native English speakers in all cohorts) were more 
capable and prone to provide their insights. Despite careful instructions provided to the 
groups and those gathering the views of the group members, the language related issues 
might well have led to some extent of imbalance in contributions (favouring English-speaking 
cultures?) which could herewith be reflected unintentionally in the outcomes.
In contrast to most qualitative inquiry approaches, this study was not conducted in what 
could be considered the participants ‘natural environment’. Instead, the data gathering 
occurred in three separate, one-off, and carefully pre-designed set-ups. Each sampling 
session took place during the last day of a global programme and always in the same facility
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where the individuals had assembled throughout the 3-day programme. The inquiry was the 
hindmost section on the programme agenda. This timing was relevant for the study as it
• gave the participants the freedom to decide whether or not they would stay on and 
contribute to the study
• enabled the participants to feel more at ease about their fellow participants, the 
researcher and the environment in which the workshop was conducted.
The combination of a less formal ‘workshop-type’ of environment and a more unintrusive 
data gathering approach were chosen to encourage authentic, full, and rich insights and to 
minimize reactivity.
Despite the expected benefits which this inquiry methodology has in terms of reducing 
researcher bias, reactivity, and hypothetically opening up to unlimited breadth and even 
depth of insights, the researcher would like to point out to some clear limitations of the 
approach. The data gathering process and the role of the researcher might well have 
undercut the depth of understanding of each individual experience and account -  something 
considered an asset when using a variety of more traditional qualitative inquiry methods. 
Making use of this virtue was left intentionally unattended since the role of the researcher 
was not to pose a number of more specific questions to the individuals or probe particular 
understandings during the course of the data collection.
Moreover, the objective of the inquiry was to allow data and meaning to emerge completely 
naturally within the boundaries of the initially provided inquiry questions and instructions. Yet, 
this very same design also hindered the further investigation of possibly disconfirming 
singular views which could have been interesting to extract for more in-depth analysis. For 
example, merely in 1 of a total of 12 groups the general question about the desirability of 
working until 70 was documented. The underlying thoughts and rationale for this comment 
remain hereby unexplored.
When it comes to determining the ecological validity of the inquiry process, the participants 
expressed their appreciation of the session in their anonymous post-programme feedback. 
They found the topic of inquiry appealing, the process of inquiry engaging, and the outcomes 
of their work illuminating. The participants expressed their wish, that the outcomes be used 
as a source to inform the planning of meaningful interventions in the future. It appears 
herewith, that in addition to reducing threats related to bias and reactivity, the sampling 
design has generated findings which are embraced by the participants and could have 
relevance to their world of work -  now and in the future.
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As far as reliability is concerned, even though the same participatory method of data 
gathering was used for all three different cohorts, the objective of the approach was by no 
means to attain repeatable and consistent outcomes each year and with each different 
group. Instead, the aim was to use maximum variation sampling and to welcome full, multiple 
and diverse views from all participants without any limitations. Nonetheless, a certain degree 
of ‘dependability’ - applicability of findings at other times -  is likely when it comes to the most 
frequently named factors emerging from the three cohorts which participated at different 
times. The quasi- statistical analysis allowed identifying these themes which could bare 
importance in terms of their leverage effect.
To enhance the trustworthiness of the findings, full documentation of the methods and steps 
involved in the analysis phase are provided. This documentation should theoretically allow 
“other researchers to analyse the same data in the same way and come essentially to the 
same conclusions” (Mays and Pope 1995, p. 110). Nevertheless, while the description bias 
related to the primary data can be reduced as an outcome of the chosen data collecting 
method, one cannot but admit, that an interpretation of other’s input and insights is ultimately 
and inherently always subjective (Patton 2002, p. 49). The researcher’s experiences and 
views will impact the entire process and prevent it from being value-free. This implies also to 
the way in which data has been allocated into emerging categories -  an activity which has to 
a large extent formed the basis for the findings. Therefore, different individuals are likely to 
produce varying findings from the data available for this study despite the ‘thick description’ 
provided. Yet, the researcher has sought to maintain a stance of neutrality throughout the 
analysis process, respect the emergence of cognitions without a predetermined perspective 
or construct in mind (Patton 2002, p. 51) and provided a transparent account of the 
procedures and choices made.
Whereas the threats to accuracy and objectivity in the analysis of group discussion outcomes 
can be addressed more rigorously, the analysis of individual collages presents a greater 
challenge in this respect. The individual collages were used primarily as a vehicle to help 
participants express their own reality and aspirations in order to then discover and discuss 
work based factors which are perceived as relevant in terms of ‘contributing to or hindering 
their continued commitment and unfolding of their resources in the workplace until and 
beyond official retirement age’.
Accordingly, no recordings were foreseen in the inquiry process to accompany the part 
where participants shared with others in their sub-groups their individual collages and the 
meanings and explanations which they assign to them. Any form of recording would have
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also been challenging to materialize due to the relatively large cohorts present in each 
inquiry session. Yet, it could be assumed, that the complexity of the studied phenomenon 
profited from the more sizeable sample in terms of the breadth and dependability of the 
conclusions. After all, the study set out to capture the core experiences and important shared 
patterns that cut across units (Patton 2002, p. 235). Hence, this is where the researcher 
made a deliberate trade-off in terms of breadth as opposed to further depth to better address 
the primary aims of the study.
Although the collages served more as a catalyst for as opposed to an outcome of data 
inquiry, the researcher considers the words and visuals as a rich source of reflective and 
projective data. Instead of leaving the collages aside, the words and images have been 
inductively analyzed to find possible re-occurring themes and trends regarding ‘the world of 
work’ within the sample population. Extracting the words which the participants glued and/or 
wrote on the collages is a straightforward activity in which accuracy and objectivity can be 
maintained. Nevertheless, making sense of the considerable amount of pictorial data and 
attributing correct meaning to it without the verbal accounts of the individual participants is an 
undertaking which is bound to suffer from incompleteness and subjective selection by the 
researcher. The findings should be viewed with this clear limitation in mind. Nevertheless, the 
collages offer a complementing source of validation since they were created on an individual 
basis without limitations imposed by the researcher or other group dynamics.
To allow re-capturing how the findings from the analysis emerged, photographs of all the 
collages which were made available by the 2006 and 2007 cohorts can be found in the 
appendix. This same applies to the entire documentation used by the researcher in the 
process of extracting words and images from the collages and arriving to conclusions. Also 
the extent to which the researcher encountered difficulties in making sense of the material is 
reported in the documentation.
Since two clearly different yet interconnected forms and steps of data collecting have been 
used i.e. creating collages (at the individual level) and discussions (at the group level), it is 
also important to note, that to avoid a twin problem of individualist and ecological fallacies 
(Landman 2003, p. 53), a conscious attempt has been made not to draw conclusions about 
one level of analysis by using evidence of the other. Such being two independent analysis 
paths have been applied. The analysis findings from the individual collages have been 
assembled to an aggregated level conclusion and no inferences have been made regarding 
the individual level. Also the analysis and conclusions related to the group discussion 
findings are treated at a group, annual cohort, and/or overall aggregated level and no
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inferences are made to the level of an individual. Any comparisons between the conclusions 
resulting from the two separately conducted analyses are made only at the aggregated level. 
As Robinson (1950, p. 353) points out, ’’ecological and individual level fallacies are a problem 
since analysis carried at one level may overestimate relationships at another level. ”
Last, but not least comes the question of whether or not the findings can be transferred to 
other settings or populations - or whether or not this has even been sought. To begin with, 
the typically positivist quest to be able to equally apply the findings to other research settings 
(Bryman and Bell, 2003, p. 81-82; Saunders et al. 2003, p. 102) has not been the objective of 
this study. The minimum level of generalization expected in this work is that of ‘internal 
generalizability’, the generalizability of a conclusion within the cohort studied (Maxwell 2005, 
p. 115). However, it is thinkable, that the conclusions of the group discussion analysis could, 
not equally but with some limitations especially in terms of settings, allow transferability of the 
findings to a larger population of senior leaders within the corporation. This is due to
• the sampling encompassing a relatively large group of senior executive level leaders
and knowledge-workers within the corporation
• the sampling attempting to achieve a level of maximum variation in the representation
• the sampling being conducted in three different cohorts with each cohort participating
during a different year
• the study not taking place in the individual’s specific and natural work environment
• the data gathering methodology welcoming full, multiple and diverse views from all 
participants without any limitations or content related interventions from the 
researcher’s part
• the analysis of the group discussion outcomes allowing patterns, themes, and 
categories to emerge without any predispositions until a point of natural saturation 
was achieved
• the patterns that extend across units deriving their significance out of heterogeneity.
Also the descriptions as well as the documentation of methodologies and steps attempt to 
offer a ‘thick and clear study trail’ for others to facilitate using the results as a basis for 
comparison and for extracting useful knowledge for handling with similar social settings 
(Herbert et al. 2005). A conscious effort has been made to support the comparability and 
transferability of the results since these are claimed to have the potential to maximize the 
generalization of qualitative findings (Goetz and LeCompte 1982, p. 31).
Despite the previous, this study has not set out to extend the findings per se to a wider 
population, but moreover to build and expand understanding around the challenge of ‘how
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the world of work should be changed’ within the context of a particular enterprise. The 
overriding outcome of the inquiry and analysis process was to bring to light factors of 
relevance across geographies based on the insights and input deriving from the diverse 
participants. These can serve as a tentative framework to support internal workplace renewal 
related discussions and efforts.
6.9. Ethical issues and participant protection
Ethical issues in research relate directly to the integrity of a piece of work and of the 
disciplines that are involved (Bryman and Bell 2003, p. 535). They refer to the 
appropriateness of the researcher’s behaviour and activities in relation to the rights of those 
who become the subject of the study or are affected by it. Accordingly, the rights of research 
participants and those impacted are the prime focus of ethical principles (Bryman and Bell 
2003, p. 548) and should be recognized and considered from the outset of one’s research. 
The consequences of a researcher’s work on those who are requested to assist, who provide 
access and cooperation, and who are touched by the outcome require herewith careful 
attention throughout the entire process (Saunders et al. 2003, p. 129).
Especially when it comes to qualitative research, there are varying stances regarding ethical 
issues and what is and what is not considered as ethically acceptable in the interaction 
between the researcher and the participants in a study (Bryman and Bell 2003, p. 537-538). 
It is in this context, that Hatch (2002, p. 65) makes a valid point in reminding, that 
researchers .."ask a lot when they request people to participate in qualitative studies and to 
reveal what goes behind the scenes in their everyday lives". Qualitative research and 
intervention in people’s lives and related areas should therefore only be justified, if the inquiry 
process is creative in the sense that it brings new insights and/or solutions to the surface 
(Fink 2008, p. 129). In such a case the pursuit of scientific knowledge could be seen to 
legitimate the means.
The main ethical issues of concern relate to harm to participants, lack of informed consent, 
invasion of privacy, deception, data protection aspects and the researchers bias in collecting 
data (Saunders et al. 2003, p. 143). Ensuring confidentiality and anonymity are means of 
preventing harm to participants. In this study they are sought by using pseudonyms, numbers 
or no names in connection with data and accounts of individuals. Personal information is kept 
confidential at all times and results are attributed to group level classifications only.
To secure that participants had the chance to make an informed decision about whether or 
not to take part in the study, the larger context and aim of the study, a brief explanation of the 
procedures used, data collecting and handling, data protection, access to findings, the
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participants role in reviewing the generated data, reporting, and how the outcomes of the 
research would be dealt with were shared before the actual process of inquiry was initiated. It 
was also guaranteed, that data would be obtained solely for the real purpose of the study. 
All involved were informed, that the participation in the study was voluntary and, that it was 
acceptable for anyone at any time to withdraw from sections of the inquiry or the entire 
process. They were also notified of their right to request not using and/or storing any or parts 
of the data which they have generated for research purposes. The consent was hereby 
subject to re-determination at any time. Furthermore, a short overview of the materials used 
was given. It was only after this, that permission to conduct the study was requested as a 
prerequisite for proceeding.
In spite of the measures taken to ensure informed consent, the researcher cannot be certain 
about whether or not all participants had sufficient time and information to make a truly 
informed decision about their involvement. First of all, although the conducting of a 
participatory workshop and the topic area were communicated to everyone well in time 
before the session, disclosing further details was not foreseen before the actual day of the 
workshop. Thus, the participants did not have the possibility already upfront to familiarize 
themselves with the study and take more time to determine their role in the process.
Secondly, all explanations related to the research were given in English -  a language which 
was not the mother tongue for the majority of those present. Although the corporate 
language is English and senior leaders at these levels are expected to have strong 
capabilities in it, there is no guarantee, that everything was thoroughly understood by 
everyone. The researcher made an effort to be straightforward, clear and concise in the 
verbal transmission, left room for questions, and applied visual aids when outlining the main 
points on a flipchart to facilitate understanding.
Thirdly, even though the participation was based on a voluntary consent, there is no way to 
completely exclude the possibility that some might have chosen to participate in the study 
due to the role of the researcher within the corporation and the potential power relationships 
ascribed to this. This can help to explain at least to a degree the high participation rates 
although the researcher attempted to avoid anything which could have appeared as pressure 
to participate.
As already discussed in connection with validity and reliability, the researcher maintaining 
neutrality and objectivity throughout the entire undertaking is a general ethical concern which
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links closely to the overall quality of the work. To avoid subjective selectivity and to prevent 
misinterpretations and misrepresentations, the researcher has sought to provide
e full and accurate descriptions of the procedures and methodologies used during the
inquiry,
• full, wide and complete data as generated and interpreted by the participants; in the 
form in which it has originally been made available immediately following the sessions 
for both the participants and further analysis purposes and
• full and complete documentation of steps applied in the analysis phase to develop 
knowledge.
Returning back to the positions of Hatch (2002) and Fink (2008) which were mentioned 
earlier (see p. 150), Croll (1986) recommends that in addition to striving to conduct their 
studies in good faith and attempting to avoid any harm to the participants, researchers 
should ensure that the undertaking is worthwhile and has value - also for the participants. An 
educational component within the inquiry process can support addressing the latter 
(Erlandson et. al 1993). Besides producing valuable data, the participatory data collecting 
session in this study was also designed to create awareness of the scale of the ageing 
workforce phenomenon in society and within the corporation. Receiving related information 
and being personally involved in the inquiry may have also provided an initial impulse for 
some of the leaders to want to take a second look at the human resource practices for all 
ages within their area of management.
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7. FINDINGS
This chapter depicts the trail which the researcher took to uncover factors which 92 
international senior level leaders and knowledge workers perceive as being conducive and/or 
hindering to their sustained ability and will to perform and innovate -  and ultimately extend 
their productive years in the workforce.
The analysis makes use of primary data deriving from the participatory inquiries conducted 
during three consecutive years i.e. 2005, 2006, 2007. In each annual cohort individuals 
created a personal collage, shared their work with others and participated in a thematic focus 
group-style discussion. Hence, as an outcome of the data gathering process, the available ‘in 
vivo’ data from three annual cohorts encompasses
• 55 individual collages (from members of the 2006 and 2007 cohorts)
• 36 written records (lists) compiled by a total of 12 focus groups during the course of 
the group discussions.
In line with the inductive analysis approach applied throughout all three annual cohorts, the 
structure of this chapter advances from the specific to the more general findings (Creswell 
2003, p. 9; Rodwell 1998, p. 27). It commences by viewing the data of each annual cohort 
individually. Hereby the focus group discussion outcomes are discussed first. An aggregated 
view of the collages follows thereafter whereby this is treated as complementary information 
to the findings from the group discussions. All findings are then brought together to underpin 
the discussion around emerging core themes of perceived relevance across cohorts. The 
following outlines the flow
Intra-Group level analysis
1. An analysis of the raw data specific to each group (descriptions in the Appendix))
2. A summary of the emerging core themes per group
Inter-Group level analysis
3. An analysis of each pre-defined thematic column (‘caution-concerns’, ‘continue’ and 
‘start’) across groups including
o a descriptive, quasi-statistical account of the findings (descriptions) 
o a determination of a theme’s breadth of relevance
Cohort-level summary
4. A cohort level summary of findings.
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Finally a cross cohort review portraying emerging dimensions of common core relevance is 
put forward as an option to consider. The dimensions are then discussed in chapter 8 - also 
in relation to findings in the literature review.
The analysis includes all the data which has been generated and made available by the 
participants during the inquiries. The inductive and iterative analysis approach seeks to 
welcome the emergence of multiple realities and at the same time enable the data to gain 
form and meaning. According to Rodwell (1998, p. 28), such a sensemaking process which 
moves from details to broader constructs allows moving towards a greater level of 
sophistication about the phenomena under investigation. Nevertheless, the researcher 
acknowledges, that the analysis process and the emerging findings are impacted by her 
experiences and views since the interpretations of other’s input and insights is inherently 
subjective (Patton 2002, p. 49). Also the development of hierarchical categories is without 
doubt influenced by the researcher’s own mental models. A multitude of further variations 
and options are hereby bound to remain unconstructed.
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7.1. Findings from Cohort _ 2005
The cohort 2005 consists of 31 participants. As illustrated below, a total of 13 nations are 
represented with individuals from Asia (4), Central and South-America (7), North America (9) 
and Europe (11). The ages range between 32 -  56 years. The average age is 42.74 and the 
mean age is 44.56 years. There is a gender mix of 21 males to 10 females.
To ensure anonymity, a further breakdown of the cohort-level properties (gender, age or 
cultural background) to a group level has not been sought since individual features would 
otherwise be discernable.
Sample 2005
C ountry #
Argentina 1
Austria 1
Belgium 1
China 1
Ecuador 1
France 1
Germ any 4
Italy 3
Japan 3
Mexico 3
UK 1
USA 9
Venezuela 2
Tota l 31
Age Distribution- Participants BINAL 2005
T IT h TT1TTTTII
3 2  36 37  39 40  41 42  43  44  4 5  4 6  4 7  4 8  49  51 52  54  56
Age
Each individual created a personal collage. As already mentioned in chapter 6, it was agreed 
with the participants that the collages of this specific cohort would remain with the 
participants and not be used for any further post-workshop analysis. The primary objective of 
the collages was indeed to serve as a catalyst for the participants to discover, express and 
then share their insights.
Following the collaging, 4 focus groups with 6-8 participants in each were formed. The aim 
was to share the collages with others and then to reflect on, discuss and capture personal 
insights, views, needs, and aspirations around the predefined thematic headings. The data 
generated by the focus group discussions in 2005 is available in Appendix 7.1.
The findings from the 4 intra-group level analyses are briefly viewed as these discussions 
formed the nucleus for the generation of data. Then the outcomes of a cross-group analysis
/
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of the ‘caution-concerns’, ‘continue’ and ‘start’ items is described. Finally, a cohort-level 
overview will portray themes which emerge as having a wide breadth of relevance across the 
entire cohort.
7.1.1. Summary of core themes of relevance in individual groups
The following (Table 7.1.) offers an overview of themes that appear to emerge as core ones 
resulting from the intra-group level analysis. Detailed findings from all intra-group level 
analysis are available in Appendices 7.1.1. -7 .1 .4 .
2005_G1
• Work related flexibility and maintaining individual capacities
• People development
• Global communication/sharing
• Participation in decision-making
2005_G2
• Challenge of a dynamic and competitive business environment
• Need for balance and flexibility
• Maintaining or enhancing individual capacities throughout one's career
2005_G3
• Challenge of successfully addressing a dynamic and competitive business environment at the 
enterpise level
• Embracing cultural, gender and especially age related diversity
• Workplace flexibilty and work-life balance
2005_G4
• Balance between work, own resources and family at any age
• Maintaining work ability
• Attractive work content (challenging, valued adding, purposeful, creative, learning as well as 
developing and supporting younger generations)
• Valueing diversity - also age-related
Table 7.1. Overview of core themes emerging from intra-group level analysis_ 2005.
The accounts suggest that the core themes of the 4 groups appear to share a number of 
similarities. These include issues around
• maintaining and/or fostering individual working capacity
• need for flexible working arrangements
• need for better work-life balance/balancing own resources
• addressing a dynamic, competitive business environment at the enterprise level.
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7.1.2. Cross-group findings from Cohort _  2005
The next sections depict findings from inter-group level analysis. Each pre-defined thematic 
area i.e. ‘caution-concerns’, ‘continue’ and ‘start’ is viewed individually across the cohort.
7.1.2.1. Items to caution, areas of concern
In the following {Table 7.2.), the ‘caution-concerns’-items which have been listed by the four 
working groups are displayed next to each other. These items are seen as something to 
caution and/or are regarded as a concern. The objective is to identify aspects which emerge 
as central points of concern across the groups. Such items could, if not appropriately 
addressed, potentially impede the ability and willingness of a greater deal of those involved 
to maintain their continued ability and will to remain productive and innovative as they age.
2005_Group 1 2005_Group 2 2005_Group 3 2005_Group 4
• Openness to all options i.e. electronic 
commuting
• Workplace flexibility
• Bias - diversity sensitiveness and 
age-discrimination
• Time for development
• Life balance
• Don't under-resource - set realistic 
expectations and streamline 
processes
• Reinforce greater flexibility and 
acceptability of wellness use
• Continuous challenge and tough 
'fights'
• Rapid changes - our ability to deal 
with change
• Teamwork and leadership - reinforce 
coaching skills
• Need for balance/flexibility
• Catching opportunities as they come
• Stress in the environment
• Desire to grow and not to stagnate
• Maintain motivation
• Financial longterm stability
• Build muscle not fat as we grow
• Emerging markets - missing 
opportunity
• Competition - watch market 
indicators
• A challenge is to maintain balance at 
any age
• Fast changing - goals - challenge - 
'soldiers' - growing pains
» Hard workers (more than 10 hrs), 
inspired by tough competition, but 
wanting to enjoy time with the family; 
more balance needed
• Positive - world is changing
• Teamwork/Leadership - some drop 
off the mountain
• Challenges - always on-line "24/7" - 
this can go out of control - BALANCE
• New horizons - searching/training - 
yet like the company
• Stress - staying awake due to 
pressure
Table 7.2. ‘Caution-concerns’-items listed by the four groups in 2005
The most frequently listed concern relates to the topic of work-life balance. Apart from 
2005_Group 3, all other groups recorded from two to five respective entries in their columns. 
‘Balance’ as a word was used 5 times, ‘stress’ 2 times and the need for ‘work related 
flexibility’ s times. This totals up to 10 out of 30 accounts and could in fact indicate that the 
concern is pervasive. Further items, such as ‘openness to all options i.e. electronic 
commuting’ and ‘wanting to enjoy more time with family could also be regarded in 
association with the yearn for more balance and increase the prominence of this aspect in 
the overall portrayal.
The second most frequently quoted concern is linked to the enterprise’s ability to maintain 
business and market competitiveness in the rapidly evolving and rigorous business 
environment. The volume of related items was, however, impacted strongly by 2005_Group 3 
for which this particular concern appeared to be of prominent significance. This respective
157
group listed 4 out of the 6 items in total which can be found in relation to this area. Whereas 
2005_Group 2 noted 2 further items, the remaining groups made no references to this being 
a concern at the enterprise level. Yet, members of 2005 Group_4 did in fact point towards a 
concern which these enterprise level challenges can bring about at the employee level i.e. 
‘fast changing - goals -  challenge - ‘soldiers’ -  growing pains’.
To further exploit the multifarious input of the groups to support purposeful workplace 
intervention design, the items listed in the 2005 ‘caution-concerns’ -columns were allocated 
into a clustering chart (Appendix 7.2.). Aside from enabling a better picture of the core areas 
involved, it also offers a means for the researcher to verify and complement the findings and 
for others to retrace the researcher’s underpinning logic.
The review of the ibid. ‘caution-concerns’ -  clustering chart suggests, that there is a need to 
add two more areas to those which emerge as predominant ones to be cautious about or 
which are a concern. In addition to work-life balance and the enterprise’s ability to maintain 
market and business competitiveness, flexible work arrangements and continued 
opportunities for personal growth emerge as main areas of concern (Table 7.3.)
Cohort 2005 Predominant themes of caution and concern
• Work-life balance
• Enterprise's ability to maintain market and business competitiveness
• Flexible work arrangements
• Continued opportunities for personal growth
Table 7.3. Emerging predominant ‘Caution-concerns’-themes in 2005.
It is necessary to note, that in the analysis of the data generated by Cohort_2005, the 
deviating way in which Working Group 2005_4 (see Appendix 7.1.4.) captured and recorded 
its data is accounted for. In addition to the data which they allocated into their so-called 
‘today’-column, the items in their overarching column (which is without a title) were inserted 
into the clustering chart since the researcher assumes, that these can equally apply for 
today’s and for tomorrow’s world of work. Furthermore, since this group all in all put forward 
considerably more descriptions than any of the other groups, the researcher has tried to 
ensure, that their data does not level off that of the other groups. It is in this respect that the 
ibid. clustering chart has enabled attaining a more balanced perspective of the entire data 
landscape and to reduce this risk accordingly. It facilitates the differentiation between depth 
(frequency) and breadth (coverage) of relevance. The latter one is of greater relevance in 
identifying similarities across groups.
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Based on the findings from the cohort level analysis and the ibid. clustering-chart, the below 
summary (7.4.) displays all the emergent core areas of focus which appear to be a concern 
within this cohort. The overview indicates also the breadth of relevance suggested by the 
analysis. Hence, themes have been allocated into the chart according to their presence in 4, 
3, 2 or 1 of the groups in this cohort.
2005_ Caution -  Concerns_ Core Areas of Focus
A Theme of Caution - Concern in
4 Groups
3 Groups
Competitiveness within a  
dynamic business 
environment
Flexible w ork Iworklife balance and 
arrangements jwellness at all ages
Opportunities for continued 
personal growth
2 Groups
Business focus on what 
matters most and 
resources allocated 
accordignly
|
| Addressing negative 
i stress
|
Quality of team work and  
leadership
1 Group Focus on longterm 
finanacial stability
| Balancing risk of 24/7  
jonline culture
Rem ain self-driven
Valueing diversity, 
preventing age- 
discrimination
Table 7.4. Breadth of relevance of ‘Caution-concerns’-themes in 2005.
There is a concentration of concerns around the competitiveness of the enterprise within a 
dynamic business environment and on work-life balance related issues.
7.1.2.2. Items to continue with, to maintain
In the following {Table 7.5.), the ‘continue’-items which have been listed by the four working 
groups in 2005 are displayed next to each other. These items are seen as something which 
gain the appreciation of the group(s) and which the individuals regard as relevant for their 
continued ability and will to remain productive and innovative as they age.
2005_Group 1 2005_Group 2 2005_Group 3 2005_Group 4
• Education opportunities • Maintain BIVA • Break through culture barriers
• Improve compensation programs • Longterm view and financial stability • Be responsive
• Invest in physical plant/facilities • Em brace change
• Transparent business operations -
providing employee information, improving • Maintain speed /flexibility
communication, global sharing
• Solicit employee input on • W ork Life Balance
Data unavailable forbenefit/performance improvement
• Expand succession plan use • New Challenges consideration
• Expand mentoring • Hard work
• Sharing employee info i.e. employee • Innovation
forums
• Develop Bl nam e ID
• Continue communication of corporate 
goals/objectives
• Employee recruitment • Em brace gender and cultural diversity
• Sales
Table 7.5. ‘Continue with, maintain ’-items listed by the four groups in 2005
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The researcher has decided not to consider any of the raw data provided by 2005_Group 4 
in this particular cross-group analysis. The assumption is, that it is unlikely that the data in 
the overarching section can be allocated into the ‘continue’ column without due hesitation. 
Why would a group otherwise include so many items in the ‘today’ and ‘future’-sections 
linked to the need for balance and flexibility, if indeed ‘flexibility-part-time options/free-time’ 
would already be at a level which the group members would appreciate and perceive as 
somewhat worth maintaining?
A first analysis suggests that none of the items listed seem to have relevance for all three 
groups. The entries appear by all means diverse and provide a broad coverage of varying 
perspectives. However, the combined aspects of cross-cultural communication and 
corporate-wide information sharing attain relevance in two of the three groups with a total of 
5 items which could be associated with them. These include ‘transparent business 
operations -  providing employee information, improving communication, global sharing’, 
‘sharing employee info i.e. employee forums’, ‘break through culture barriers’, ‘continue 
communication of corporate goals/objectives’, and ‘embrace gender and cultural diversity’.
Also there are 3-4 items which are reflected in the data of two of the groups and could well 
be connected with the area of personal development and growth i.e. ‘education 
opportunities’, ‘expand mentoring’, ‘new challenges’ and even ‘expand succession plan use’. 
Furthermore, theoretically the ‘invest in physical plant/facilities’ cou\d be considered as a sign 
of the enterprise’s ‘long-term view’ and lead to recognizing this area as another one of 
relevance for two of the three groups.
The review of the ‘continue’-clustering chart (Appendix 7.3.) discloses a possibility of 
complementing the long-term view with efforts underpinning sustained BIVA. The latter one 
represents a company-internal management philosophy and measure of economic value 
added. In this case also the item of ‘sales’ cou\d be linked to this topic area and result in the 
topic attaining relevance in all the three groups included in the analysis.
All emerging predominant themes are summarized in the following (Table 7.6.).
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Cohort 2005 _ Predominant themes to 'maintain and continue with'
• Cross-cultural and corporate-wide communication and information sharing
• (Opportunities for personal development and (career) growth)
• (Maintaining a longterm strategic view and focus on economic value added (BIVA))
Table 7.6. Emerging predominant ‘Continue with, maintain’-themes in 2005.
Based on the findings from the cohort level analysis and the clustering-chart (Appendix 7.3.), 
the below summary (Table 7.7.) displays all the emergent core areas of focus which appear 
to be appreciated by the 2005 cohort. These are ones which the individuals perceive as 
being of relevance in light of maintaining their continued ability and willingness to remain 
productive and innovative. The overview indicates also the breadth of relevance suggested 
by the analysis. Hence, themes have been allocated into the chart according to their 
presence in 4, 3, 2 or 1 of the groups in this cohort.
2005_Continue_Core Areas o f Focus
2 0 0 5 _  A  T h e m e  to  c o n tin u e  w ith , to  m a in ta in  in
4 Groups
3 Groups
Maintaining a longterm 
strategic view and focus 
on economic value added
2 Groups
Opportunities for personal 
development and (career) 
growth
Cross-cutural and 
corporate-wide 
communication and 
information-sharing
1 Group
Investing in sites and 
people Fostering worklife balance
Invite employee insights to 
support
benefit/perform ance 
improvements
Diversity and inclusion 
(gender and cultural)
Table 7.7. Breadth of relevance of ‘Continue with, maintain’-themes in 2005.
Despite the unavailability of data for 2005_Group 4, the same principles, which are used to 
indicate the breadth of relevance throughout the data analysis, also apply here. The findings 
suggest an appreciation and need to continue with a longterm strategic and economic view -  
including related visible investments into the future.
Also the overview indicates an appreciation towards the offerings of the Bl Academy (a 
corporate-wide portfolio encompassing a variety of development options) as well as towards 
the already existent workforce planning and succession planning processes. The same 
applies towards the company’s policy of transparency and active, global information sharing 
(e.g. via the usage of intranet).
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7.1.2.3. Items to start with, to introduce
In the following (Table 7.8.), the ‘start’-items which have been listed by the four working 
groups are displayed next to each other. These items are seen as something which the 
groups perceive as important to commence with (or to introduce) due to their perceived 
relevance in terms of continued ability and will to remain productive and innovative as the 
members of the cohort age. Hence, these are issues which the group members consider as 
not being yet addressed.
2005_Group 1 2005_Group 2 2005_Group 3 2005_Group 4
• Use more technology (Mexico)
• Elder care support
• Child care support
• Mentoring
• Sharing news from other sites/OPUs
• Increase Bl Academy, training and 
development modules
• Continuous development philosphy
• Use interdisciplinary groups for key- 
process decision-making
• Job sharing
• Balancing
• Coaching
- developing people
- ability to mentor (younger) staff
- add value continuously
• Creating an organization that values 
experience, age, wisdom, diversity
• More flexible schedules
• Ability to stay healthy and maintain a 
positive attitude
• Ability to continue growing and 
learning
- staying challenged
- creating an opportunity to grow and 
learn throughout your career
• Organization needs to accept and 
embrace as a starting point
- changing career life-cycles,
- company and employee can't 
maintain same work expectations 
through one's entire career,
- a strong partnership with acceptance 
of changing expectations
• Take calculated risks
• Be more collaborative with leaders
• Be coach & mentor
• Balance youth & initiative with 
respect for age & experience
• Call to action
• Global approach /  teamwork
• Focus on Asia /  Africa /  India
• Promote healthy living 
•W o rkp lace  flexibility
• Work vs. personal life (Integration)
• Increase awareness outside of EU of 
Bl culture & reputation
• Maintain our work ability, help others 
to do the same
• Remain creative, curious
• Use inter-age teams
• Value age and experience
• World class, balance, health, self 
realization, stability, ability to add value, 
coaching, co-creators
- Organization that values diversity
- Coaching others and teamwork can't 
wait
• Stay young inside and capture 
individual opportunities
• Still 'looking good',
• Mentoring younger groups, still being 
challenged
• Keep healthy, vacation/balance, "anti- 
aging"
• Still don't know about until 70 ...
• Balance, "full of colour"
• Results/fruits, want to leave "marks 
and steps" in the company and enjoy 
life
• Build
• Learn to adopt to our needs - 
adoptation, new ways and working 
•Help next generation collaboration
Table 7.8. ‘Start with, introduce’ -items listed by the four groups in 2005.
The opportunity (and ability) to mentor, coach, develop and support others emerges as an 
area of relevance across all four groups. Related aspects include ‘mentoring’, 
‘coaching/developing people/ability to mentor (younger) staff’, ‘be coach and mentor’, 
‘coaching others’, ‘mentoring younger groups’ and ‘help next generation collaboration’. In two 
of the groups these development activities are specifically articulated to focus on the 
young/younger employees and generations.
Not only is developing others regarded as important, but attaining opportunities for continued
development, growth and challenge arises as a further core theme with at least 5 accounts.
In three of the four groups this is represented by items such as ‘increase Bl Academy/training
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and development modules’, ‘continuous development philosophy’, ’ability to continue growing 
and learning/staying challenged/creating an opportunity to grow and learn throughout your 
career’, ‘capture individual opportunities’ and ‘still being challenged’.
Another topic which appears to be of prominence for three of the four groups is work-life 
balance and flexible work arrangements: considering changing expectations throughout 
one’s career. At least the following entries can be associated with either one or both of them: 
‘balancing’, ‘more flexible schedules’, ‘company and employee can’t maintain same work 
expectations through one’s entire career’, ’workplace flexibility’, work vs. personal life 
(integration)’, ‘balance (2 times)’ and ‘enjoy life’. There is furthermore a likelihood that ‘a 
strong partnership with acceptance of changing expectations’ as well as ‘learn to adapt to our 
needs/adaptation-new ways and working or even ‘job-sharing’ can be associated with this 
topic area. When examining the placing of these items on each of the 2005 ‘continue’-lists 
and reflecting the findings from all 2005 intra-group-level analysis, these three items could 
also be connected with the theme of work-life balance and work related flexibility.
In addition, at least three of the four groups make referrals to the relevance of creating an 
organization that values (also age-) diversity i.e. ‘creating an organization that values 
experience, age, wisdom, diversity’, ‘balance youth & initiative with age & experience’, ‘value 
age and experience’ and ‘organization that values diversity’. In three of these items the word 
‘age’ appears and therefore this dimension of diversity is included in parentheses. Perhaps 
even the description ‘full of colour’ could be interpreted as a metaphor for diversity. Last, but 
not least, the importance of ‘using inter-age teams’ might as well fit into this category.
Resulting from a review with the support of the ‘start’- clustering chart (Appendix 7.4.) one 
more issue strikes out as relevant for 3 of these groups i.e. promoting and fostering 
(personal) health and well-being. It is therefore included in the below overview (Table 7.9.).
Cohort 2005 _ Predominant themes to 'start with, to introduce*
• Opportunity (and ability) to mentor, coach, develop and support (younger) others
• Opportunities for continued development, growth and challenge
• Work-life balance and flexible work arrangements in response to changing work 
requirements and personal resources
• Creating an organization that values (also age-) diversity
• Promoting and fostering health and well-being
Table 7.9. Emerging predominant ‘Start with, introduce’-themes in 2005.
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Again it should be noted, that the researcher has decided to include in the clustering chart 
(Appendix 7.4.) the data of 2005_Group 4 from their ‘in/for the future'-section and all items 
found in their overarching column (which is without a title). The same grounds apply as in the 
analysis of the ‘caution-concerns’-column of this group: these points could be considered 
equally for today’s and for tomorrow’s world of work and are therefore included twice.
Based on the findings from the cohort level analysis and the ibid. clustering-chart, the below 
illustration (Table 7.10.) displays all the emergent themes which the Cohort 2005 perceives 
as of relevance to commence with in light of their continued ability and will to remain 
productive and innovative while ageing. The overview indicates also the breadth of relevance 
suggested by the analysis. Hence, themes have been allocated into the chart according to 
their presence in 4, 3, 2 or 1 of the groups in this cohort.
2005_Start_Core Areas of Focus
2005 _ A Theme to start with, to introduce in
4Groups
Opportunities for
mentoring,
coaching,
developing and
supporting
others
3 Groups
Opportunities for 
continued 
personal 
development and 
growth
Flexible work 
arrangements
Fostering work- 
life balance
Promoting and 
attending to 
personal health 
and well-being
Valueing and 
making use of 
(age-) diversity
2 Groups
Being challenged 
and seizing 
opportunities
Partner to 
ensure 'fit' 
between 
changing work 
requirements 
and own 
resources at all 
times
Global
communication 
and international 
and
interdisciplinary
teamwork
Adding value and 
making a 
difference
Maintain a 
positive attitude 
and self-drive
New market and 
business 
opportunities - 
focus on what 
matters most
Fostering work 
ability of self and 
others
Own will and 
ability for life-long 
learning
w*»"-™|ïïï2S2“
Table 7.10. Breadth of relevance of ‘Start with, introduce’-themes in 2005.
This cohort is the only one where the desire to obtain opportunities to mentor, coach and 
support others is so pronounced. Also the need to focus on maintaining work ability and 
fostering individual resources is emphasized, along with the yearning for flexible work 
arrangements and work-life balance.
The data indicates an appreciation towards corporate-wide information sharing as well as a 
further need to focus on international and interdisciplinary teamwork. While the development 
opportunities are generally appreciated, also here a need for more continued personal 
development and growth options is voiced.
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Worth noting is that family-friendly practices, such as support for child- or eldercare, receive 
attention in only one of the groups in this cohort. The same phenomenon repeats itself within 
the 2006 and 2007 cohorts. This cohort also includes the sole group which openly questions 
the basic notion of having or wanting to work until 70.
7.1.2.4. Cohort Level Summary of Findings_2005
The following overview (Table 7.11.) reflects the findings from the cross-group analysis. It 
encompasses all core themes which emerge as having widest breadth of relevance i.e. those 
found in 3-4 of the groups.
Core areas with widest breadth of relevance
Caution - Concerns
Cohort _2005
Continue Start _
Competitiveness within a dynamic 
business environment
Maintaining a longterm strategic view and 
focus on economic value added
Flexible work arrangements Flexible work arrangements
Worklife balance and wellness at all ages Fostering work-life balance
Opportunities for continued personal 
growth
Opportunities for continued personal 
development and growth
Opportunities for mentoring, coaching, 
developing and supporting others
Valueing and making use of (age-) 
diversity
Promoting and attending to personal 
health and well-being
Table 7.11. Themes with widest breadth of relevance for Cohort 2005.
The overview suggests that the
1. Enterprise -  should focus on competitiveness and maintain its long-term strategic 
view and emphasis on economic value added
2. Strategic Human Resource Management efforts should target
• Offering flexible work arrangements
• Attaining better work-life balance
• Ensuring opportunities for continued personal development and growth
• Valuing and making use of (age-) diversity
• Promoting and providing possibilities to attend to personal health and well­
being
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The findings indicate, that especially the areas of flexible work arrangements, work-life 
balance and opportunities for continued personal growth appear already to be a concern of 
wide relevance (see left column) and measures need to be found and introduced (see right 
column) to purposefully address them. Furthermore, there is a need to commence valueing 
and making use of (age-) diversity and to promote as well as to actively address individual 
health and well-being as a prerequisite for maintaining work ability.
The following (Table 7.12.) offers a comprehensive summary which includes all emerging 
themes of relevance deriving from the inter-group level findings discussed here. The ibid. 
table uses colour-coding to facilitate differentiating between themes which are of relevance 
for at least 3 out of the 4 groups (red), for 2 groups (orange), or for 1 group only (grey).
This summary serves as a basis for the analysis across cohorts 2005, 2006 and 2007 (in 
chapter 7.4.).
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Table 7.12. Cohort _  2005 _  Summary of Emerging Themes of Relevance
C o re  t h e m e s  a n d  t h e i r  v a r y in g  b r e a d t h  o f  r e le v a n c e
C a u tio n  - C o ncerns
C o h o rt _ 2 0 0 5
C o n tin u e S tart
C o m p e tit iv e n e s s  w ith in  a d y n a m ic  
bus iness e n v iro n m e n t
M a in ta in in g  a lo n g te rm  s tra te g ic  v ie w  and  
focus on e c o n o m ic  v a lu e  a d d e d
Focus on long term  financia l s tab ility
Business focus on w ha t m atters m ost and 
resources a llocated accordingly
Investing in sites and people
New m arket and business op po rtun ities  - 
focus on w ha t m atters most
Become worldclass
F le x ib le  w o rk  a rra n g e m e n ts F le x ib le  w o rk  a rra n g e m e n ts
W o rk life  b a lan ce  and w e lln e s s  a t  a ll ages Fostering w o rk - life  balance F o s te rin g  w o r k - l ife  ba lan ce
Balance risk o f 24/7 on line  culture
O p p o r tu n it ie s  fo r  c o n tin u e d  p erso n a l 
g ro w th
O pportun ities  fo r personal deve lopm ent 
and (career) grow th
O p p o r tu n itie s  fo r  c o n tin u e d  p e rs o n a l 
d e v e lo p m e n t  a n d  g ro w th
O p p o r tu n it ie s  fo r  m e n to r in g , coach in g , 
d e v e lo p in g  an d  s u p p o rtin g  o th e rs
V a lu e in g  an d  m a k in g  use o f  (a g e -)  
d iv e rs ity
Valueing d ivers ity , p reventing  age- 
d iscrim ina tion
Diversity and inclusion (gender and 
cultura l)
Q ua lity o f team w ork and leadersh ip
Cross-cultural and corpora te-w ide 
com m unication and in fo rm a tio n  sharing 
Inv ite  em ployee insights to  support 
bene fit/p e rfo rm a nce  im provem ents
Global com m unica tion and 
in te rd isc ip lina ry  & in te rna tiona l team w ork
P ro m o tin g  a n d  a tte n d in g  to  p e rs o n a l 
h e a lth  an d  w e ll -b e in g
Partner to  ensure a 'f i t '  be tw een  changing 
requ irem ents o f w ork  and ow n resources 
at all tim es
Fostering w ork a b ility  o f se lf and others
Support fo r  child and e lde rca re
Remaining se lf-d riven M ainta in a positive  a tt itu d e  and se lf-d rive  
Own w ill and a b ility  fo r  life - lo n g  learn ing 
Being challenged and seizing op p o rtu n itie s  
Adding value and m aking a d iffe rence  
W orking un til 70?
(R ead : ‘re d ’ is o f relevance for a t least 3 out o f the 4 groups, ‘o ra n g e ’ is o f re levance for 2  groups, ‘g re y ’ is n am ed  
by 1 group).
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7.2. Findings from Cohort _ 2006
The cohort 2006 consists of 34 participants. As illustrated below, a total of 14 nations are 
represented with individuals from Asia (4), Australia (1), Central and South-America (5), 
North-America (12) and Europe (12). The known ages range between 33 - 54 years. The 
average age is 40.68 and the mean age is 42.60 years. There is a gender mix of 27 males 
and 7 females.
Again, to ensure anonymity, a further breakdown of the cohort level properties (gender, age 
or cultural background) to a group level has not been sought since individual features would 
otherwise be discernable.
Sample 2006
Country #
A ustralia 1
C olom bia 1
C a n a d a 3
France 2
G erm an y 6
G ree ce 1
Italy 2
Japan 2
Korea 1
M exico 3
Peru 1
U S A 9
S pain 1
T a iw an 1
Total 34
Age Distribution - Participants B1NAL 2006
I 1
111,1 I I mTTnTmrn
ô  2
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Each individual created a personal collage. The findings from a total of 30 collages, which 
were made available for post workshop analysis, are discussed later in chapter 7.2.3.
Following the collaging, 4 focus groups with 6-8 participants in each were formed. The aim 
was to share the collages with others and then to reflect on, discuss and capture personal 
insights, views, needs, and aspirations around the predefined thematic headings. The data 
generated by the focus group discussions in 2006 is available in Appendix 7.5.
The findings from the 4 intra-group level analyses are briefly viewed as these discussions 
formed the nucleus for the generation of data. Then the outcomes of a cross-group analysis
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of the ‘caution-concerns’, ‘continue’ and ‘start’ items is described. Finally, a cohort-level 
overview will portray themes which emerge as having a wide breadth of relevance across the 
entire cohort.
7.2.1. Summary of core themes of relevance in individual groups
The following (Table 7.13.) offers an overview of themes that appear to emerge as core ones 
resulting from the intra-group level analysis. Detailed findings from all intra-group level 
analysis are available in Appendices 7.5.1. -  7.5.4.
2006_G1
• Unavailability of longer term financial incentives to support binding and retention
• Having more time at one's disposal and flexibility in terms of work arrangements
• Company's long-term vision, values and culture
2006_G2
•Connecting and communication amongst people 
• Work related flexibility
2006_G3
• Continue with the core elements of the company’s VTI by Lead & Learn culture
• Work-life balance and well-being
• Culture of being continuously online
2006_G4 • Finding ways to support work-life balance and flexible work arrangements
Table 7.13. Overview of core themes emerging from intra-group level analysis_ 2006.
The accounts suggest that the core themes of the 4 groups appear to share some 
similarities. These include issues around
• Offering options for flexible work arrangements
• Attaining better work-life balance
• Maintaining the company’s vision (Value Through Innovation) and Lead & Learn 
culture.
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7.2.2. Cross-group findings from Cohort _  2006
The next sections depict findings from inter-group level analysis. Each pre-defined thematic 
area i.e. ‘caution-concerns’, ‘continue’ and ‘start’ is viewed individually across groups.
7.2.2.1. Items to caution, areas of concern
In the following (Table 7.14.), the ‘caution-concerns’-items which have been listed by the four 
working groups in 2006 are displayed next to each other. These items are seen as 
something to caution and/or are regarded as a concern for one’s continued ability and 
willingness to remain productive and innovative in the workforce in light of ageing.
2006 Group 1 2006_Group 2 2006_Group 3 2006_Group 4
• Work/life - separate work + time 
off • 24 hrs online • 'Blackberry' • Work-life balance
• Technology (avoid technology 
that does not add value) • Uniformity • Use of technology
• Nothing in the middle - there is a 
gap of employees: build 
succession pipelines
• Long-term financial stability • Cross-cultural communication • Harming work environment • Quick info overload, 24/7 eMails and blackberry
• Incentives for 'retention' • Different environment • Seniority based compensation • Overtime and related expenses
• Add profit share or stock 
equivalents at mid manager and • Discrimination
• Contradictions between our 
principles and actions
• Not having enough women in 
senior leadership positions
• Burn-out stress factors
Table 7.14. ‘Caution-concerns’-items listed by the four groups in 2006.
A predominant concern which extends across all four groups is related to the 24/7 online 
culture and its impact on the individual. In every column an item which can be linked to this 
technical connectivity can be found i.e. ‘technology (avoid technology which does not add 
value)’, ‘24hrs online’, ‘Blackberry’, ‘use of technology’ and ‘quick info overload, 24/7 eMails 
and blackberry’.
One could also regard work-life balance as another theme which relates in many ways to the 
24/7 online culture and is present in at least three of the columns. Items such as ‘work/life -  
separate work + time off’, '24 hrs online (again), ‘work-life balance’, ‘overtime and related 
expenses’ and ‘burn-out stress factors’ could be allocated under it.
The review of the clustering chart (Appendix 7.6.) confirms an apparent concern related to 
the phenomenon of being wired for 24/7, the need for (digital) disconnecting and the need to
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gain more work-life balance. As many as 10 out of 21 items listed by the 4 discussion 
groups can be associated with this concern i.e.
* work/life: separate work + time off , work-life balance, harming work environment, 
overtime and related expenses, burn-out stress factors, (24 hrs online)
24 hrs online, 'Blackberry', quick info overload, 24/7 eMails and blackberry, use of 
technology, technology (avoid technology that does not add value)
Another area of concern which gains attention in three of the four groups is diversity and 
inclusion. One group expresses its concern in this respect with ‘uniformity’ the second with 
‘discrimination’ and the third one with ‘not having enough women in senior leadership 
positions’. The emerging predominant areas of concern are captured below (Table 7 .15.).
Cohort 2006 _ Predominant themes of caution and concern
• 24/7 online culture
• Work-life balance
• Diversity and inclusion
Table 7.15. Emerging predominant ‘Caution-concerns’-themes in 2006.
Based on the findings from the analysis, the below overview (Table 7.16.) displays all the 
emergent core themes of focus which appear to be a concern within this cohort. The 
overview indicates also the breadth of relevance suggested by the analysis. Hence, themes 
have been allocated into the chart according to their presence in 4, 3, 2 or 1 of the groups in 
this cohort.
2006_Caution -  Concerns_Core Areas o f Focus
2006 _  A Theme of Caution - Concern in
4G roups
24/7 online practise and 
inability to digitally 
disconnect
3 Groups
Work-life balance: 
Clear division between 
work and time off
Encouraging diversity, 
inclusion and fair 
treatment
2 Groups
Differentiating between 
helpful and hampering 
technology
Expand longterm profit 
participation, pay for 
performance
1 Group
Focus on longterm 
financial value and 
stability
Adaptability within a 
dynamic business 
environment
Management supply
pipelines: widen Cross -cultural 
succession planning to encounters and skills 
employee levels
Company living up to its 
values
Table 7.16. Breadth of relevance of ‘Caution-concerns’-themes in 2006.
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There appears to be a concentration around the need to achieve a clear cut between work 
and time off. This includes finding ways to enable and encourage appropriate digital 
disconnecting. Furthermore, there is an emphasis on inclusion and fair treatment amongst 
three of the groups.
7.2.1.2. Items to continue with, to maintain
In the following (Table 7.17.), the ‘continue’-items which have been listed by the four working 
groups in 2006 are displayed next to each other. These items are seen as ones gaining the 
appreciation of the group(s) and ones which should be maintained. The groups regard them 
as relevant to foster their continued ability and will to remain productive and innovative as 
they age.
2006_Group 1 2006_Group 2 2006_Group 3 2006_Group4
• Culture
• Long-term vision
• Values
• Learn (continuous learning 
despite age
• To be challenged
• Self governing
• Flexible work environment
• Connectivity among people
• Innovation
• Lead & Learn
• Communication
• Team working approach
• Good healthcare, prescriptions and medical 
coverage
• HR needs to continue to convey “Lead & 
Learn” messages and provide tools
• Enhancing internal pension plans
• Cross-functional expatriation opportunities
• Launching powerful products
• To be family owned -  don’t go public
Table 7.17. ‘Continue with, maintain ’-items listed by the four groups in 2006.
The analysis of the data suggests a shared appreciation between at least 3 of the four 
groups towards the company culture and values: VTI by Lead & Learn. Items such as 
‘culture’, ‘values’, ‘Lead & Learn’ and ‘HR needs to continue to convey “Lead & Learn” 
messages and provide too/s "can be linked to this topic area.
Also another (business) philosophy related theme emerges with three groups fortifying the 
enterprise to remain a privately held company. Associated points include ‘self-governing’, ‘to 
be family owned’ and even the aspect of ‘long-term vision’.
A review of the clustering chart (Appendix 7.7.) confirms the otherwise variegated input from 
the groups leading to these two underlined areas remaining as the ones with the widest 
breadth in the inter-group analysis as displayed in the following (Table 7.18).
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Cohort 2006 _  Predominant themes to 'maintain and continue with'
• Company culture and values: VTI by Lead & Learn
• Remain a privately held company
Table 7.18. Emerging predominant ‘Continue with, maintain’-themes in 2006.
Based on the findings from the analysis, the below summary (7.19.) displays all the emergent 
core areas of focus which appear to be appreciated by the 2006 cohort. These are ones 
which the individuals perceive as being of relevance in light of maintaining their continued 
ability and willingness to remain productive and innovative. The overview indicates also the 
breadth of relevance suggested by the analysis. Hence, themes have been allocated into the 
chart according to their presence in 4, 3, 2 or 1 of the groups in this cohort. Yet, reflecting 
the heterogeneity of the contributions the overview contains a relatively large number of 
themes with a single naming only.
2006_Continue_Core Areas o f Focus
2 0 0 6  _ A T h e m e  to  c o n tin u e  w ith , to  m a in ta in  in
4 Groups
3 Groups Remain a privately held v r, by Lead & Learn company
2 Groups
1 Group
Longterm vision Innovation
Launching powerful 
products
Flexible work 
environment
Opportunities for cross­
functional expatriation
Good healthcare and 
medical coverage
Enhancing internal 
pension plans
Table 7.19. Breadth of relevance of ‘Continue with, maintain’-themes in 2006.
There appears to be an appreciation towards the company’s vision and desired cultural 
understanding of working together driven by the vision. Also remaining in private ownership 
gains wide recognition and with it maintaining its longterm vision, commitment to innovation 
and development of own value adding products.
7.2.1.3. Items to start with, to introduce
In the following (Table 7.20.), the ‘start’-items which have been listed by the four groups in 
2006 are displayed next to each other. These items are seen as something which the groups 
perceive as important to commence with (or to introduce) to foster their continued ability and
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will to remain productive and innovative as they age. These areas and issues are yet to be 
addressed and/or introduced.
2006_Group1 2006_Group 2 2006_Group 3 2006_Group 4
• Take care of self • Embed work into social environment
• Pay attention to health (sport- 
facilities/activities)
• More flexible work time -  in working 
hours and working environment
• Flexible work environment • New way to communicate
• Balance hours between work • Improve family friendliness -  on-site
& others childcare
• Regain free time • Flexible workload + flexible • Improve fitness/wellnesscompensation • Teach time management facilities and programs 
• Knowledge transfer from more
• Job shares • Transfer knowledge
• Increase efficiency
seasoned employees to less 
experienced ones
•Workfrom home • A culture of change
• Sabbaticals
• Bl knowledge protection
• Planning for adequate resources
• Looking at different flexible work 
arrangements
• Compressed work
• Elder care concerns -  bigger than 
childcare challenges
• Offering long-term revenue sharing -  
employee ownership
Table 7.20. ‘Start with, introduce’ -items listed by the four groups in 2006.
The theme of flexible work arrangements is one of shared relevance amongst all the four 
groups. The members list the need to start with ‘flexible work environment’, flexible workload 
+ flexible compensation’, ‘job shares’, ‘work from home’, ’sabbaticals’, ’compressed work’, 
‘more flexible work time -  in working hours and working environment’ an6 ‘looking at different 
flexible work arrangements’. Perhaps even the ‘balance hours between work & others’ an6 
‘regain free f/me’ could be associated to some degree with the quest for flexibility.
Another subject that appears to be of importance for three of the four groups is attending to 
personal health and well-being. Items such as ‘take care of self’, ‘pay attention to health 
(sport-faciiities/activities)’ and ‘improve fitness wellness facilities and programs’ substantiate 
this area of shared focus.
A review of the clustering-chart (Appendix 7.8.) reveals a possibility for one more area which 
could be relevant for three of the groups: efficient time and resource management. This 
would imply allocating ‘regain free time’, ‘teach time management’, ‘increase efficiency’ and 
‘planning for adequate resources’ Into it. This aspect will be included in the following (Table 
7.21.) in parentheses.
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Cohort 2006 _ Predominant themes to start with, to introduce'
• Variety of flexible work arrangements
• Attend to personal health and well-being
• (Efficient use of time and resources)
Table 7.21. Emerging predominant ‘Start with, introduce’-themes in 2006.
Based on the findings from the analysis, the below illustration (Table 7.22.) displays all the 
emergent themes which the Cohort 2006 perceives as of relevance to commence with in light 
of their continued ability and will to remain productive and innovative while ageing. The 
overview indicates also the breadth of relevance suggested by the analysis. Hence, themes 
have been allocated into the chart according to their presence in 4, 3, 2 or 1 of the groups in 
this cohort.
2006_Start_Core Areas o f Focus
2 0 0 6  _  A  T h e m e  to s ta rt w ith , to in tro d u c e  in
4 Groups
Offer a variety of 
flexible work 
arrangements
3 Groups
Attend to 
personal health 
and well-being
2 Groups Work-life
balance
(Plan) appopriate (Intergenerational) 
use of time and knowledge 
resources transfer
1 Group
Bl knowledge 
protection
A culture of 
change
Embed work into 
social life
Improve family 
friendly practices 
(child- and 
eldercare )
Longterm profit 
sharing
Table 7.22. Breadth of relevance of ‘Start with, introduce’-themes in 2006.
In addition to the already previously highlighted themes of predominant relevance, it is 
interesting to observe that there are only two groups amongst all the cohorts which articulate 
the necessity to institutionalize a practice of (intergenerational) knowledge transfer to foster 
continued performance and participation.
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7.2.1.4. Cohort Level Summary of Findings _  2006
The following overview (Table 7.23.) reflects the findings from the cross-group analysis. It 
encompasses all core themes which emerge as having widest breadth of relevance i.e. those 
found in 3-4 of the groups.
Core areas w ith  widest breadth o f relevance
Caution - Concerns _  ■
Cohort _2006
Continue Start
Remain a privately held company
VTI by Lead & Learn
24/7 online practise and inability to 
(digitally) disconnect
Offer a variety of flexible work 
arrangements
Worklife balance: clear division between 
work and time off
Need to encourage diversity, inclusion and 
fair treatment
Attend to personal health and well-being
Table 7.23. Themes with widest breadth of relevance for Cohort 2006.
The overview suggests that
1. Strategic Human Resource Management efforts should focus on ways to
• Address the risks of 24/7 online practices and inability to (digitally) disconnect
• Support achieving better work-life balance: a clear cut between work and time off
• Offer a variety of flexible work arrangements
• Encourage diversity, inclusion and fair treatment (unique)
• Support attending to personal health and well-being
• Continue fostering a culture driven by VTI by Lead & Learn
2. The enterprise -  should remain as a privately held company
Flexible work arrangements, work-life balance and addressing health and well-being are 
themes which the 2005 cohort also emphasized. The 2006 cohort takes the matter one step 
further by calling for concrete separation between work and private time, including achieving 
an appropriate level of supported digital disconnecting.
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As a new aspect of relevance the findings from the 2006 cohort point towards a shared 
concern over practices which are already perceived as discriminating and/or unfair and could 
herewith negatively impact an individual’s work related behaviours and plans to remain when 
ageing. On the other hand, another new theme, the culture of VTI by Lead & Learn, suggests 
a common appreciation towards the way in which people are encouraged to work with each 
other.
The following (Table 7.24.) offers a comprehensive summary which includes all emerging 
themes of relevance deriving from the inter-group level findings discussed here. The ibid. 
table uses colour-coding to facilitate differentiating between themes which are of relevance 
for at least 3 out of the 4 groups (red), for 2 groups (orange), or for 1 group only (grey).
This summary serves as a basis for the analysis across cohorts 2005, 2006 and 2007 (in 
chapter 7.4.).
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Table 7.24. Cohort _  2006 _  Summary of Emerging Themes of Relevance
C o re  t h e m e s  a n d  t h e i r  v a r y in g  b r e a d th  o f  r e le v a n c e
C o h o rt 2006
C a u tio n  -  C o ncerns  C o n tin u e S ta rt
R e m a in  a p r iv a te ly  h e ld  c o m p a n y
Longterm vision
Focus on long term  financia l value and
stab ility
A dap tab ility  w ith in  a changing business 
env ironm ent
A cultu re o f change
Innovation
Bl know ledge pro tection
Launching pow erfu l products
Company liv ing  up to  its values V TI by Lead &  Learn
2 4 /7  o n lin e  p ractice  an d  in a b ility  to
(d ig ita lly )  d is c o n n e c t
D iffe ren tia tin g  be tw een  he lp fu l and
ham pering technology
W o rk life  b a la n c e : c le a r  d iv is io n  b e tw e e n  
w o rk  and t im e  o ff
W ork-life  balance
F lexib le w ork  env ironm en t
O ffe r  a v a r ie ty  o f  f le x ib le  w o rk  
a rra n g e m e n ts
Embed w ork in to  social life
O pportun ities  fo r  life -lo n g  learning and
being challenged
O pportun ities  fo r  cross-functional
expatria tion
Cross-cultural encounters and skills
Com m unication and co llabora tion
N e e d  to  en c o u ra g e  d iv e rs ity , in c lu s io n  and
fa ir  t r e a tm e n t
(In te rgenera tiona l) know ledge transfe r
Plan appropria te  use o f tim e  and resources
Managem ent supply p ipe lines: w iden
succession p lanning to  em ployee levels
Good healthcare and medical coverage
Enhancing in te rna l pension plan
Im prove fa m ily - fr ie n d ly  practices: child
and eldercare
Expand long term  p ro fit partic ipaton - pay 
fo r  perform ance
Longterm p ro fit sharing
A tte n d  to  p e rs o n a l h e a lth  an d  w e ll -b e in g
(R ead: ‘re d ’ is o f relevance for a t least 3  out of the 4 groups, ‘o ra g e ’ is o f re levance for 2  groups, ‘g re y ’ is nam ed  
by 1 group).
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7.2.3. Findings from the Cohort _  2006 collages
The participants in the 2006 cohort were requested to create individual collages which reflect 
their perceptions and projections as to
(1) What their today’s world of work looks like from their perspective?
(2) If they had the freedom to design their working world for the future, one which would 
attract and enable them to remain productive and innovative in the workforce until the 
age of 70, what would it look like?
This inquiry produced a total of 30 collages for further evaluation. All words and images have 
been inductively analyzed to detect re-occurring themes and trends regarding ‘the world of 
work’ today and how the sample population desires to work tomorrow. The collages and their 
analysis trail can be found in the Appendices (7.13.-7.16. and 7.21). In the following the most 
frequent re-occurring themes are depicted for complementary consideration (also in Table 
7.25 and Table 7.26).
(1) Reflections of today’s world of work
As far as today’s world of work is concerned, the collages indicate a concentration of words 
that describe aspects relating to
• work content (e.g. tasks, problems, growth, savings)
• work demands (e.g. meetings, travels, always connected, long hours, ‘Now Time’)
Consistent with the texts, also the images portray a strong concentration around
• the context of work (e.g. meetings, diagrams, graphs, statistics, competition, battle)
• travel, being wired, and time demands (e.g. vehicles, suitcases, mobile-phones, 
laptops, schedules).
Furthermore, there are several pictures illustrating one’s private life i.e. family and friends.
(2) Projections for tomorrow’s aspired world of work
When it comes to tomorrow’s aspired world of work, the collages suggest the strongest 
concentration of words around the topics of
• personal attitude (e.g. happiness, enjoying life, emotions, learning and improving, 
thinking BIG, keeping on going, giving a hand)
• flexible work arrangements (e.g. location and time)
• health, fitness, work ability
Consistent with these, also the images show a strong concentration of items that portray
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• continued challenging; making a difference
• health, fitness, well-being
• flexible work arrangements
In addition, pictures that reflect diversity and inclusion (especially in terms of age and 
gender) are frequented as are those that show aspects of one’s private life i.e. family and 
friends as well as personal hobbies.
COLLAGES 2006 _ WORDS
A concentration o f words th a t feature  or suggest 
TODAY TOMORROW
WORK CONTENT
.. tasks, problems, growth, savings 
WORK DEMANDS
.. meetings, travel, always connected, long hours, 
'Now Tim e1
.. still doing the business
FLEXIBLE WORK ARRANGEMENTS
.. location, tim e, when needed
ATTITUDE
.. happiness, enjoying life, emotions
.. Learning and improving, thinking BIG, keeping on 
going, giving a hand
HEALTH, FITNESS, WORK ABILITY_________________
Table 7.25. Most frequent re-occuring themes from words_2006 collages.
COLLAGES 2006 _ IMAGES
A concentration o f images th a t portray
TODAY
THE WORK CONTEXT
.. meetings, diagrams, graphs, statistics, competition, 
battle
TRAVEL, BEING WIRED, TIM E DEMANDS
FAMILY and FRIENDS
TOMORROW
CONTINUE TO BE CHALLENGED; MAKING A  
DIFFERENCE
.. still going strong
.. providing support and advise
FLEXIBLE WORKING ARRANGEMENTS
.. locations (anywhere), technology
ATTENDING TO HEALTH, FITNESS, WELL-BEING 
DIVERSITY AND INCLUSION 
TIM E FOR FAMILY AND FRIENDS 
PERSONAL INTERESTS
Table 7.26. Most frequent re-occuring themes from images_ 2006 collages.
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7.3. Findings from Cohort_ 2007
The cohort 2007 consists of 27 participants. As illustrated below, a total of 15 nations are 
represented with individuals from Asia (3), Central and South-America (4), North America 
(10) and Europe (10). The known ages range between 31- 54 years. The average age is 
42.04 and the mean age is 42.62 years. There is a gender mix of 21 males to 6 females.
Again, to protect anonymity, a further breakdown of the cohort level properties (age, gender 
or cultural background) to a group level has not been sought since individual features would 
be otherwise discernable.
Sample 2007
Country #
Argentina 1
Belgium 1
C anada 1
Denm ark 1
France 2
G erm any (Corporate) 2
Italy 1
Japan 1
Mexico 3
Netherlands 1
Philippines 1
Sweden 1
Switzerland 1
Thailand 1
USA 9
Total 27
Age Distribution - Participants BINAL 2007
I I
l l l l l l l l l l l l l l l
Each individual created a personal collage. The findings from a total of 25 collages which 
were made available for post workshop analysis are discussed later in chapter 7.6.5.
Following the collaging, 4 focus groups with 6-8 participants in each were formed. The aim 
was to share the collages with others and then to reflect on, discuss and capture personal 
insights, views, needs, and aspirations around the predefined thematic headings. The data 
generated by the focus group discussions in 2007 is available in Appendix 7.9.
The findings from the 4 intra-group level analyses are briefly viewed since these discussions 
formed the nucleus for the generation of data. Then the outcomes of a cross-group analysis
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of the ‘caution-concerns’, ‘continue’ and ‘start’ items is described. Finally, a cohort-level 
overview will portray themes which emerge as having a wide breadth of relevance across the 
entire cohort.
7.3.1. Summary of core themes of relevance in individual groups
The following (Table 7.27.) offers an overview of themes that appear to emerge as core ones 
resulting from the intra-group level analysis. Detailed findings from all intra-group level 
analysis are available in Attachments 7.9.1. -  7.9.4.
2007_G1
• Time and work related arrangements
• Business and financial competitiveness
• Lead & Learn
• Corporate-wide organizational and people development approaches
2007_G2
• Worklife balance and the need for various flexible work arrangements
• Appropriate and intelligent resourcing
2007_G3
• Time demands
• Work-life balance - attaining more flexibility
• Organizational structures and working climate
2007_G4
• Organizational inefficiency
• People development and growth - equipping people for the future
Table 7.27. Overview of core themes emerging from intra-group level analysis_ 2007.
The accounts suggest that the overlapping core themes of the 4 groups relate to
• Time usage and time demands
• The need for flexible work arrangements which enable attaining better work-life 
balance
• Inefficient and unattractive organizational structures and leadership practices
• Equipping people continuously to master present and future requirements.
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7.3.2. Cross-group findings from Cohort _  2007
The next sections depict findings from inter-group level analysis. Each pre-defined thematic 
area i.e. ‘caution-concerns’, ‘continue’ and ‘start’ is viewed individually across groups.
7.3.2.1. Items to caution, areas of concern
In the following (Table 7.28.), the ‘caution-concerns’-items which have been listed by the four 
working groups in 2007 are displayed next to each other. These items are seen as 
something to caution and/or are regarded as a concern for one’s continued ability and 
willingness to remain productive and innovative in the workforce in light of ageing.
2007_Group 1 2007_Group 2 2007_Group 3 2007_Group 4
• 80 hr-week
• Cultural differences - "one 
size fits all?"
• Abuse 24/7 philosophy
• Too little proactivitity
• Too little C.E.
• Lack of work-life balance
• Financially attractive to retire
• Rigid work-schedule - limited 
flexibility
• Resource limitations
• Outsourcing
• Time pressure
• Meetings
• Stop to loose time
• Change email-habits
• "Silo"-organisation
• Reduce meetings
• Decision making (time, 
quality)
• Worklife-balance
• Ineffectiveness (people,
• Low performance (too loyal 
@ times, managers too good
• Cost • Micro-management • Complexity
• Do not disregard diversity • "Isolation" of scope
• Disem powering
• Bureaucracy
• Internal/external focus
• Think more about customer 
(internal & external)
Table 7.28. ‘Caution-concerns’-items listed by the four groups in 2007.
The review reveals that a common concern between at least three of the groups relates to 
the area of time-pressure and -demands. ’80-hr-week’, ‘abuse 24/7 philosophy’, ‘rigid work 
schedule’, ‘time pressure’ and ‘stop to lose time’ are all points which can be associated with 
it. ‘Lack of work-life balance’ and ‘work-life balance’ cou\d also be regarded as related items 
which offer a further perspective of its potential impact.
Another shared worry amongst three of the groups can be linked to organizational 
ineffectiveness. This cohort includes a relatively large number of aspects in this respect i.e. 
‘too little proactivity’, ‘too little C.E. (cost efficiency)’, ’cost’, ‘meetings’, ‘stop lose time’, ‘silo- 
organization’, ‘micro-management’, ‘isolation of scope’, ‘reduce meetings’, ‘decision making 
(time, quality)’, ‘ineffectiveness (people, processes)’, ‘low performance (too loyal @ times, 
managers too good to manage out)’, ‘complexity’, ‘bureaucracy’, ‘internal/external focus’ and
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‘think more about customer (internal & external)’. This totals to as many as at least 15 out of 
the 29 features which were put forward as a hampering concern. Even concerns related to 
‘resource limitations’ and ‘outsourcing’ could still be taken into account in conjunction with 
organizational ineffectiveness.
Hence, both concerns are included below (Table 7.29.). When viewing the outlined items it 
appears probable that the concerns with time-pressure and overtime link particularly to 
organizational ineffectiveness as opposed to lack of flexible work arrangements. The 
features pointing towards inefficiency are more dominant here than those associated with 
work-life balance. These findings vary in this respect from those of the 2005 and 2006 
cohorts.
Cohort 2007 _ Predominant themes of caution and concern
• Time pressure and -demands
• Organizational ineffectiveness
Table 7.29. Emerging predominant ‘Caution-concerns’-themes in 2007.
Based on the findings from the analysis, the below overview (Table 7.30.) displays all the 
emergent core areas of focus which appear to be a concern within this cohort. The overview 
indicates also the breadth of relevance suggested by the analysis. Hence, themes have been 
allocated into the chart according to their presence in 4, 3, 2 or 1 of the groups in this cohort.
2007_Caution -  Concerns_Core Areas o f Focus
2007 _ A Theme of Caution - Concern in
4 Groups
3 Groups
Organizational
inefficiency
Time-pressure and - 
demands
2 Groups E-Mail and meeting 
practices
Lack of work-life 
balance
Insufficient internal and 
external customer 
focus
Resourcing and 
outsourcing
Allowance for cultural 
diversity
Financially attractive to 
retire
1 Group
Disem powering 
management 
structures and 
practices
Table 7.30. Breadth of relevance of ‘Caution-concerns’-themes in 2007.
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The overview proposes a concentration of concerns especially around inefficiencies related 
to organizational, management and work practices. This appears to be a particular theme for 
the 2007 Cohort.
7.S.2.2. Items to continue with, to maintain
In the following (Table 7.31), the ‘continue’-items which have been listed by the four working 
groups are displayed next to each other. These items are seen as ones gaining the 
appreciation of the group(s) and should be maintained. The groups regard them as relevant 
in fostering their continued ability and will to remain productive and innovative as they age.
2007_Group 1
• Stay private - no NYSE
• Growth 
•$$
• Lead & Learn
• Climate-surveys
• Development plans
• Global approach
• Leadership program ms
2007_Group 2 2007_Group 3
• Focus on employee • Lead & Learn
development
• Focus on team • Communication
• Ethical behavior • Teamwork
• Strong future-pipeline of 
products
• Respect
• Strong commitment to • Positive integration and development of
drug development new people
• Policy of mixed top-down and bottom- 
up communication and decision-making
2007_Group 4
• Be competitive
• Caring about people
• Lead & Learn-culture
• Internal rotation (regional & 
international)
• Delegation
• Communicating across 
generations
• Focus on people development
• Equip people for the future
• Be independent
• Child care
• Career planning for all GPUs
Table 7.31. ‘Continue with, maintain ’-items listed by the four groups in 2007.
A closer look at the data suggests an appreciation towards the VTI by Lead & Lead cultural 
understanding. Three of the four groups have included respective descriptions into their 
accounts i.e. ‘Lead & Learn’ (two times) and ‘Lead & Learn- culture’. Also the ‘climate- 
surveys’ cou\6 be seen in this connection as they often serve the purpose of gathering and 
understanding people’s views on the company culture and related practices.
Another emerging topic area is the focus on continued people development, personal growth 
and eouipping for the future. Items like ‘development plans’, ‘leadership programs’, ‘focus on 
employee development’, ‘positive integration and development of new people’, ‘caring about 
people’, ‘internal rotation (regional & international), ‘focus on people development’ , ‘equip 
people for the future’ and ‘career planning for all OPUs’. In fact, when taking all of these 
features into consideration this area of importance and appreciation turns out to be relevant 
for all the four groups.
185
In three of the groups remarks are found which could be associated with the topic of pursuing 
sustained and long-term business competitiveness i.e. ‘growth’, ‘strong future pipeline of 
products’ and ‘be competitive’. It is of particular interest that, once again, two of the four 
groups voice the importance of the company remaining as a privately held one i.e. ‘stay 
private -  no NYSE (New York Stock Exchange)’ and ‘be independent’.
Resulting from a further review supported by the clustering-chart (Appendix 7.11.), two 
admittedly broader areas of focus could still be proposed which extend over three groups: 
participatory leadership and work practices as well as ethical and caring values. Hence, all 
emerging items are included below (Table 7.32.).
Cohort 2007 _ Predominant themes to 'maintain and continue with'
• Lead and Learn cultural understanding
• Continued people development approaches, programs and opportunities - fit for now and the 
future
• Sustained longterm (and global) business competitiveness
• Participatory leadership and work practices
• Ethical and caring values
Table 7.32. Emerging predominant ‘Continue with, maintain’-themes in 2007.
Based on the findings from the analysis, the respective summary (Table 7.33.) displays all 
the emergent core areas of focus which appear to be appreciated by the 2007 cohort. These 
are ones which the individuals perceive as being of relevance in light of maintaining their 
continued ability and willingness to remain productive and innovative. The overview indicates 
also the breadth of relevance suggested by the analysis. Hence, themes have been allocated 
into the chart according to their presence in 4, 3, 2 or 1 of the groups in this cohort.
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2007_Continue_Core Areas of Focus
2007 _ A Theme to continue with, to maintain in
4 Groups Lead & Learn Culture
People development 
approaches, 
programs and 
opportunities - fit for 
now and the future
3 Groups
Focus on sustained 
global and longterm 
competitiveness
Participatory 
leadership and work 
practices
Ethical and caring 
values
2 Groups Remain privately held (Intergenerational)
Communication
1 Group
Commitment to 
research and 
development
Child care
Table 7.33. Breadth of relevance of ‘Continue with, maintain’-themes in 2007.
This cohort has a large number of overlapping themes across all the 3-4 groups.
7.3.2.S. Items to start with, to introduce
In the following (Table 7.34.), the ‘start’-items which have been listed by the four groups are 
displayed next to each other. These items are seen as something which the groups perceive 
as important to commence with (or to introduce) to foster their continued ability and will to 
remain productive and innovative as they age. These areas and issues are yet to be 
addressed and/or introduced.
2007_Group 1 2007_Group2 2007_Group 3 2007_Group4
•  Easier access to  hea lth  
b en efits  and h ea lth  care
•  Leverage techno log y fo r  w o rk ­
life  balance
•  W o rk life -b a la n c e  (e n jo y  life  ) •  P lanning fo r  th e  fu tu re
•  Back-up system s fo r  2 4 /7 •  Resource "right" projects and •  P ositive (also age ing -po sitive ) •  M o re  w o m e n  in to p -
m e n ta lity keep  exp ertise  in house w o rk in g  e n v iro n m e n t m an ag em en t
•  S a b b atica l/flex  - leave
•  O ffe r  jo b -ro ta tio n s  and n ew  
challenges
•  G ood balance b e tw e e n  g en d er  
rep rese n ta tio n
• R ecognition
•  Job-share /  w o rk  (fo r /fro m ) •  C reate financia l incentives fo r
•  Enhance th e  fu n  fac to r •  Coaching
hom e w orkers to  stay -  p ro fit  sharing
•  Special hours fo r  em p lo yees  
60+
•  Various f le x tim e  scenarios -  bank  
hours
•  M o re  f le x ib ility •  C ross-functional o p p o rtu n itie s
•  Social t im e  - Friday p .m . •  N e e d  to  decrease w ork load •  M o re  d ivers ity
•  M o re  n o n -reve n u e  m etrics •  R em ain  challenging
•  Technological sup port to  w o rk  at 
h om e
•  (Fam ily  hiring - US plants)
•  M atch in g  th e  in te llec tu a l and  
physical cap ab ility  o f  an ind iv idual
•  P rom oting  Bl beyond product 
(corporate  branding)
•  Child care
•  Com pensation
Table 7.34. ‘Start with, introduce’ -items listed by the four groups in 2007.
When conducting a comparison of this data, varying flexible options for work arrangements 
arises as an area which should be approached for its relevance according to at least three of
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the groups. Terms such as ‘job-share/work (for/from) home’, ‘various flextime scenarios -  
bank hours’, ‘sabbatical/flex-leave’ and ‘more flexibility’ could be linked to this requirement.
Another related aspect which emerges is the call to leverage technology to support work-life 
balance and flexible work arrangements i.e. ‘leverage technology for work-life balance’, 
‘work-life balance (enjoy life) and ‘technological support to work at home’. At the same time, 
however, the group notes the importance of starting to create ‘back-up systems for 24/7 
mentality. Both emerging themes are included in the following (Table 7.35).
Cohort 2007 _ Predominant themes to 'start with, to introduce'
• A variety of flexible options for working/work arrangements
• Leverage technology to support work-life balance and flexible work arrangements
Table 7.35. Emerging predominant ‘Start with, introduce’-themes in 2007.
Otherwise, there are several topics which find a slightly more narrowed coverage and are 
present in two out of the four groups. Amongst them are
• ‘positive (also age-positive) working environment’ with ‘special hours for employees 
60+’and even ‘recognition’
• ‘enhance the fun factor’ and ‘social time -  Friday p.m. ’
• ‘offer job rotations and new challenges’ as well as ‘cross-functional opportunities’
• ‘compensation’ and ‘create financial incentives for employees to stay -  profit sharing’
• ‘good balance between gender representation’ including ‘more women in top 
management’ and perhaps even ‘more diversity’ a\\ in all
Regarding the last point the researcher has decided to differentiate between overall diversity 
and the request for a more balanced gender representation in the 2007_Start Core Areas of 
Focus overview. This is since two of the groups refer explicitly to the aspect of gender in their 
group discussion outcomes.
Based on the findings from the cohort level analysis and the clustering-chart (Appendix 
7.12.), the below illustration (Table 7.36.) displays all the emergent themes which the Cohort 
2007 perceives as of relevance to commence with in light of their continued ability and will to 
remain productive and innovative while ageing. The overview indicates also the breadth of 
relevance suggested by the analysis. Hence, themes have been allocated into the chart 
according to their presence in 4, 3, 2 or 1 of the groups in this cohort.
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2007_Start_Core Areas of Focus
2007 _  A Them e to start w ith, to introduce in
4 Groups
3 Groups
Technology to
work-life arrangements
2 Groups
Cross­
functional and 
other growth
Positive (also 
age- positive) 
and
opporturatfes/ 
challenges .-------   .
A continuous 
'fit' between 
individual 
resources and 
job demands
Gender 
diversity - also 
in top
management
Financial 
incentives - 
profit sharing
Social and fun 
factor of work
1 Group
More non­
revenue 
metrics
Corporate
branding
Purposeful Back-up 
project focus systems for 
and resourcing 24/7 mentality
Access to
More diversity he®lth b®']efits Child care and health
care
Family hiring 
(US Plants)
Table 7.36. Breadth of relevance of ‘Start with, introduce’-themes in 2007.
7.3.2.4. Cohort Level Summary of Findings _ 2007
The following overview (Table 7.37.) reflects the findings from the cross-group analysis. It 
encompasses all core themes which emerge as having widest breadth of relevance i.e. those 
found in 3-4 of the groups.
C o h o rt 2 00 7
C a u tio n  - C oncerns C o n tin u e
Focus on sustained global and long-term  
com petitiveness
S ta rt
Organizational ine ffic iency
Lead & Learn culture
Ethical and caring values
Participatory leadersh ip and w ork practices
Tim e-pressure and demands
People deve lopm ent approaches, 
programs and op po rtun ities  - f i t  now  and 
fo r  the fu tu re
Technology to  support f le x ib le  w ork ing  
and w o rk - life  balance
A va rie ty  o f f le x ib le  w ork arrangem ents
Table 7.37. Themes with widest breadth of relevance for Cohort 2007.
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The overview uncovers, that the
1. Enterprise should
• continue to focus on sustained global and long-term competitiveness
• continue with ethical and caring values (unique)
• address organizational inefficiency (unique)
2. Strategic Human Resource Management should
• continue to foster Lead & Learn culture
• continue to strengthen participatory leadership and work practices (unique)
• offer a wide variety of flexible work arrangements
• use technology to support flexible working and attaining better work-life 
balance
• pay attention to time pressure and time demands posed on individuals (unique)
• continue to provide various people development programmes, approaches 
and opportunities.
Again, focusing on longterm competitiveness, fostering Lead & Learn culture, offering flexible 
work arrangements, striving for better worklife balance, and providing continued development 
opportunities constitute overlapping themes with the previous cohorts.
The following (Table 7.38.) offers a comprehensive summary which includes all emerging 
themes of relevance deriving from the inter-group level findings discussed here. The ibid. 
table uses colour-coding to facilitate differentiating between themes which are of relevance 
for at least 3 out of the 4 groups (red), for 2 groups (orange), or for 1 group only (grey).
This summary serves as a basis for the analysis across cohorts 2005, 2006 and 2007 (in 
chapter 7.4.).
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Table 7.38. Cohort _  2006 _  Summary of Emerging Themes of Relevance
Core areas and th e ir  va ry ing  bread th  o f relevance
Cohort 2007
Caution - Concerns Continue Start
Remain privately-held
Focus on sustained global and long-term 
competitiveness
Commitment to research and development
Ethical and caring values
More non-revenue metrics
Corporate branding
Organizational inefficiency
Insuffucient internal and external customer focus
Resourcing and outsourcing
Purposeful project focus and resourcing
Lead & Learn culture
Disempowering management structures and 
practices
Time-pressure and demands
Back-up systems fo r 24/7 mentality
E-Mail and meeting practices
Lack of work-life balance
Technology to  support flexib le working and work- 
life balance
A variety of flexib le work arrangements I
Participatory leadership and work practices
Enhance social and fun factor o f work
People development approaches, programs and 
opportunities - f i t  now and fo r the future
Cross-functional and other growth 
opportunities/challenges
More diversity
Allowance fo r cultural diversity
Gender diversity - also in top-management
(Intergenerational) communication
Positive (also age-positive) and appreciative work 
environment
A continuous 'fit ' between individual resources 
and iob demands
Financially attractive to retire
Financial incentives - p rofit share
Improve access to health benefits and healthcare
Childcare Childcare
Family-hiring (US Plants)
(R ead: ‘re d ’ is o f relevance for a t least 3  out of the 4 groups, ‘o ra n g e ’ is o f relevance for 2  groups, ‘g re y ’ is n am ed  
by 1 group).
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7.3.3. Findings from the Cohort _  2007 collages
The participants in the 2007 cohort were requested to create individual collages which reflect 
their perceptions and projections as to
(1) what their today’s world of work looks like from their perspective?
(2) if they had the freedom to design their working world for the future, one which would 
attract and enable them to remain productive and innovative in the workforce until the 
age of 70, what would it look like?
This inquiry produced a total of 25 collages for further evaluation. All words and images have 
been inductively analyzed to detect re-occurring themes and trends regarding ‘the world of 
work’ today and how the sample population desires to work tomorrow. The collages and the 
analysis trail can be found in the Appendices (7.17. -  20. and 7.22.). In the following the 
most frequent re-occurring themes are depicted for complementary consideration (also in 
Tables 7.39. and 7.40.).
(1) Reflections of today’s world of work
As far as today’s world of work is concerned the collages suggest a concentration of words 
that describe aspects relating to
• pressure and stress
• a work context which is characterized with hard work, results, competition and fights.
Consistent with the words, also in the images the strongest concentration can be found in 
pictures that feature some form of coping. Other prevalent items portray travel, being wired 
(several mobile-phones, laptops, and a blackberry), competition, time (numerous watches) 
and work-family balancing.
(2) Projections for tomorrow’s aspired world of work
When it comes to tomorrow’s aspired world of work, the collages suggest the strongest 
concentration of words around the topics of
• health, fitness and well-being
• continued challenges and recognition
• enjoying time.
Further frequently included words relate to flexible working arrangements as well as work-life 
balance.
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Consistent with the words, also the strongest concentration can be found in pictures that 
depict
• top performance, being in demand, being recognized
• health, fitness, well-being.
In addition, various forms of flexible working arrangements, images of private partnership 
and living in balance are frequently portrayed in the collages.
COLLAGES 2007  _  WORDS
A concentra tion  o f words th a t feature  or suggest
TODAY TO M O R R O W
PRESSURE, STRESS HEALTH, FITNESS and WELL-BEING
.. stress, exhaustion, lots of work, tough
schedules, being always available, not changing
one's rythm
ENJOYING TIME
.. time to do others things, to relax
WORK CONTEXT FUTURE WORK SCOPE
.. continued challenge e.g. no boundaries,
.. working hard, results, competition, fight performance at top, innovation, dynamism
.. the need for and enjoyment of recognition e.g.
'I've got to have you'
.. generativity motives e.g. helping, supporting
and preparing colleagues/new generations
Table 7.39. Most frequent re-occuring themes from words_2007 collages.
COLLAGES 2007 _  IMAGES
TODAY
A concentra tion o f images th a t portray
TO M O R R O W
COPING TOP PERFORMANCE, IN DEMAND, RECOGNIZED 
HEATLH, FITNESS, WELL-BEING
COMPETITION
FLEXIBLE WORKING ARRANGEMENTS
.. a relaxed office-atmosphere and above all, other 
off-premise locations
TRAVEL
WIRED
TIME TIME TO RELAX
WORK-FAMILY BALANCING PARTNERSHIP
LIVING IN BALANCE
PERSONAL INTERESTS
Table 7.40. Most frequent re-occuring themes from images _2007 collages.
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7A. Cross-cohort level findings
Building on the outcomes of the three cohort level analysis, a further review across all annual 
cohorts was conducted to identify dimensions of overriding relevance. Related findings are 
illustrated in the following section.
7.4.1. Summary of core themes of relevance
The themes with the widest breadth of relevance in all three cohorts (Table 7.41.) were 
allocated into a comparative chart (Table 7.42.) to attain a comprehensive view of these 
factors. The objective was to determine the existence of dimensions which could be of 
overriding relevance for the entire sample population and to identify possible particularities or 
trends.
A total of 12 broader dimensions emerged from the comparative summary. These include
• Offer a variety of flexible work arrangements
• Pay attention to worklife balance and to attaining a clear division between work and 
time off
• Pay attention to inclusion, fair treatment and making use of (age-) diversity
• Ensure opportunities for continued development and personal growth
• Start to focus on health and well-being
• Continue with Lead & Learn culture of working together
• Maintain a longterm strategic view on global competitiveness and economic value 
added
• Continue with participatory leadership and work practices
• Maintain ethical and caring values
• Provide opportunities for mentoring and coaching others
• Pay attention to organizational (in)efficiency
• Remain a privately held company
For all of the cohorts, the following two broader dimensions emerge as significant 
determinants fostering or hindering their continued ability and will to sustain productivity, 
innovation and extended contribution in the workforce:
• Offering a variety of flexible work arrangements
• Paying attention to worklife balance; attaining a clear division between work and time 
off
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The flexible work arrangements related factors were located mostly in the ‘start’-column (4 
items) and once in the ‘caution-concerns’-column. However, as many as four out of five 
accounts for the worklife balance dimension could be found in the ‘caution-concerns’- 
column. There were none in the ‘continue’- column and one in the ‘start’-column.
Maintaining a longterm strategic view, continuing with Lead & Learn, paying attention to 
inclusion, starting to focus on health and well-being, as well as ensuring opportunities for 
continued development and growth were dimensions of wide importance for two of the 
annual cohorts. The remaining five dimensions had an important breadth of relevance for a 
differing single cohort. These include the company remaining privately held, paying attention 
to organizational ^^efficiencies, maintaining ethical values, continuing with participatory 
leadership and work practices as well as providing opportunities for mentoring and coaching.
In addition to these focus-group discussion outcomes, also the findings from the 2006 and 
2007 collages suggest, that the managers perceive today’s world of work as one with heavy 
work demands, competition, a lot of travel, being wired, feeling pressure, and trying to 
balance between work and family. Hence, their projections for an aspired future world of 
work, one which could attract and enable the leaders to remain productive and innovative in 
the workforce until the age of 70, portray predominantly the same features which were 
identified via the group discussions. These include various flexible work arrangements, 
attending to health, fitness and well-being, continuing to be challenged, making a difference, 
being in demand, being appreciated and recognized, and having time for family, friends and 
personal interests.
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Table 7.41. Overview of themes with the widest breadth of relevance in each annual
cohort.
Core areas w ith  w idest b read th  o f relevance
Caution - Concerns
Cohort 2005
Continue Start
C o m p e tit iv e n e s s  w ith in  a d yn a m ic  
business e n v iro n m e n t
M a in ta in in g  a lo n g te rm  s tra te g ic  v ie w  and 
focus  on  e c o n o m ic  va lu e  added
F le x ib le  w o rk  a rra n g e m e n ts F le x ib le  w o rk  a rra n g e m e n ts
W o rk life  ba lance and w e lln e s s  a t all ages 
O p p o r tu n it ie s  fo r  c o n t in u e d  persona l 
g ro w th
F o s te ring  w o rk - l i fe  balance 
O p p o rtu n it ie s  fo r  c o n t in u e d  pe rsona l 
d e v e lo p m e n t and g ro w th  
O p p o rtu n it ie s  fo r  m e n to rin g , coach ing, 
d e v e lo p in g  and s u p p o rtin g  o th e rs  
V a lu e in g  and m a k in g  use o f (age-) 
d iv e rs ity
P ro m o tin g  and a tte n d in g  to  pe rsona l 
h e a lth  and w e ll-b e in g
Core areas w ith  w idest b read th  o f relevance
Caution - Concerns
Cohort _2006
Continue
R em ain  a p r iv a te ly  h e ld  co m pa n y  
VTI by Lead &  Learn
Start
1 2 4 /7  o n lin e  p rac tise  and in a b il i ty  to  
(d ig ita lly )  d isco n n e c t
W o rk life  ba lance: c lea r d iv is io n  b e tw e e n  
w o rk  and t im e  o f f
N eed  to  encou rage  d iv e rs ity , in c lu s io n  and 
fa ir  t re a tm e n t
..................................... ...................................................
O f fe r  a v a r ie ty  o f  f le x ib le  w o rk  
a rran g e m en ts
A tte n d  to  pe rso n a l h e a lth  and w e ll-b e in g
Core areas w ith  w idest b readth  o f relevance
Caution - Concerns
Cohort _2007
Continue
Focus on su s ta in e d  g lo b a l and lo n g - te rm  
c o m p e tit iv e n e s s
Start
O rg a n iza tio na l in e ff ic ie n c y
Lead &  Learn c u ltu re
Ethical and ca ring  va lu e s
P a rtic ip a to ry  le a d e rs h ip  and w o rk  practices
T im e -p re ssu re  and dem ands
P eop le  d e v e lo p m e n t app roaches, 
p rogram s and o p p o r tu n it ie s  - f i t  n o w  and 
fo r  th e  fu tu re
T e ch n o lo gy  to  s u p p o r t f le x ib le  w o rk in g  
and w o rk - l i fe  ba lance
A v a r ie ty  o f  f le x ib le  w o rk  a rra n g e m e n ts
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Table 7.42. Identification of themes with widest breadth of relevance across cohorts.
Core themes w ith  w idest breadth o f relevance
Cohorts _ 2005, 2006 and 2007
Caution - Concerns Continue Start Factors Cohorts
Remain a privately held company
(2006)
Remain a privately held company 1
Maintaining a longterm strategic
view and focus on economic value
added (2005) Maintain a longterm strategic view on
Focus on sustained global and long­ global competitiveness and economic 2
term competitiveness (2007) value added
Competitiveness within a dynamic
business environment (2005)
Organizational inefficiency (2007)
Pay attention to organizational 
(in)efficiency
1
Ethical and caring values (2007; Maintain ethical and caring values 1
VTI by Lead & Learn (2006) Continue with Lead & Learn culture of 2
Lead & Learn culture (2007)
working together
Participatory leadership and work Continue with participatory leadership 1
practices (2007) and work practices
Need to encourage diversity.
inclusion and fairtreatment (2006)
Valueing and making use of (age-) 
diversity (2005)
Pay attention to inclusion, fairtreatm ent 
and making use of diversity - also age- 
related
2
Flexible work arrangements (2005)
Flexible work arrangements (2005) 
Offer a variety of flexible work 
arrangements (2006)
A variety of flexible work 
arrangements (2007)
Technology to support flexible 
working and work-life balance (2007)
Offer a variety of flexible work 
arrangements - also technology enabled 
solutions
24/7 online practise and inability to 
(digitally) disconnect (2006)
Time-pressure and demands (2007)
Worklife balance: clear division 
between work and time off (2006)
Worklife balance and wellness at all 
ages (2005)
Pay attention to worklife balance and 
attaining a clear division between work 
and time o ff
Fostering work-life balance (2005)
Attend to personal health and well­
being fioos;
Promoting and attending to 
personal health and well-being
(2005)
Start to focus on health and well-being 2
Opportunities for continued 
personal growth (2005)
People development approaches, 
programs and opportunities - f it 
now and forthe future (2007)
Opportunities forcontinued 
personal development and growth
(2005)
Ensure opportunities fo r continued 
development and personal growth
2
Opportunities for mentoring, 
coaching, developing and 
supporting others (2005)
Provide opportunities for mentoring and 
coaching others
1
(R ead; red ’ is o f broad relevance for all 3  annual cohorts, ‘orange ’ is o f broad relevance for 2  o f the annual 
cohorts, ‘g re y ’ is o f b road relevance for 1 annual cohort only).
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8. DISCUSSION OF FINDINGS AND IMPLICATIONS
This chapter commences with a discussion of the findings derived from the analysis of the 
data in comparison to other findings and assumptions in literature. It concentrates on the 12 
dimensions which surface as factors of relevance. In addition, financial incentives and 
support for family-friendly practices are viewed despite the marginal attention they received 
in this study and nepotism as a somewhat unique feature within the context of the 
corporation.
The discussion is followed by an account of the perceived and experienced limitations of the 
applied research methods and the study as a whole. In parallel, some suggestions are put 
forward on how the research could be furthered to benefit the organization. Also a reflection 
of the relevance of the study for the corporation is considered. Particular focus is put on the 
potential to use the tentative conceptual framework which emerges from the 12 dimensions 
and some of their underlying facettes as a point of reference for further strategic human 
resource management related discussions and measures. In conjunction, a selected few 
recommendations are put forward for consideration. This is followed by a concluding 
summary and an epilogue with reflections from a retrospective view of some personal 
learnings from this thesis journey.
8.1. Discussing the findings in comparison to iiterature
In the following, the 12 dimensions surfacing from the data provided by the participatory 
inquiry and its subsequent inductive analysis are discussed in comparison to other findings 
and assumptions in literature. Guided by the constructivist philosophy, this discussion 
considers varying options for sensemaking, whereby the perspectives are merely a few of 
the many possible options to explain reality. An infinite number of further options remain 
plausible and herewith unconstructed.
The discussion views each of the 12 dimensions with its underlying facettes individually. 
Complementing insights from the collages are included where of relevance. Those 
dimensions which appear to have significance throughout all three annual cohorts are looked 
into first and the discussion proceeds gradually towards ones with relevance for a single 
cohort only. Finally, three further factors are considered i.e. financial incentives and support 
for family-friendly practices due to their significance in literature, and nepotism as a special 
feature within the context of the corporation in focus.
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8.1.1. Offering a variety of flexible work arrangements
Cohorts _ 2005, 2006 and 2 0 0 7 ___ Flexible W ork Arrangements
Caution - Concerns Continue Start
Flexible work arrangements 
(2005)
Flexible work arrangements (20 0 5 )
Offer a variety of flexible work 
arrangements (2006 )
A variety of flexible work 
arrangements (2007 )
Flexible work environment (20 0 6 )
Technology to support flexible 
working and work-life balance 
(2007 )
Embed work into social life (20 0 6 )
The findings suggest that flexible work arrangements is a dimension of broad significance for 
all three annual cohorts. Apart from a single group in 2006 which lists 'flexible work 
environment’ in the continue-column, all other groups place their items in the ‘concern’- 
column and primarily in the ‘start’-section. This could imply, that although the factor of flexible 
work arrangements appears to carry substantial weight, related practices are either 
perceived as not existent or insufficient within the context of the organization in scope. Their 
regarded absence does not seem to be an exception in today’s world of work. Work- 
schedule related innovations offering provisions specifically to accommodate the needs of 
older workers have been found to be rare (Hardy 2008; Robson 2001).
The features in the concern-column include worries over ‘workplace flexibility’, ‘reinforce 
greater flexibility’, ‘need for balance/flexibility’ and ‘rigid work-schedule-limited flexibility’. The 
outcomes from other studies confirm the importance which increased flexibility has for older 
employees. Flexible working hours have been found to encourage mature knowledge- 
workers and older managers to prolongue their working life (CPA 2002; Hudson 2006; Saba 
and Guerin 2005). Flextime has proven to have the strongest impact on extending 
employment of older managers; they value the decision latitude they have over their own 
time use (Saba and Guerin 2005). The organization of time, in return, has been considered a 
motivator already for more than half a century in the theoretical construct of Herzberg et al. 
(1957).
All in all, not only flextime but the availability of adapted work conditions and individualized 
flex-practices have been found to be highly valued by older managers (Saba and Guerin 
2005). The data from all three annual cohorts in our study can be considered to support this
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notion. Several related items and ideas are included in the lists which where developed 
during the focus group discussions. These items refer to the need to
• find broader and differing solutions to address the challenge and
• introduce specific forms of flexible working.
The broader issues include ‘looking at different flexible work arrangements’, ‘various flexible 
scenarios’, ‘more flexible work time -  in working hours and working environment’, ‘workplace 
flexibility’ and ‘more flexibility’. Some of these appear to request finding options and forms 
which go beyond the ones already known. Thus, the input can be understood as an appeal to 
offer a broad portfolio of already known alternatives to select from and to keep on looking for 
new ways of working as well.
The more specific requests relate to starting with ‘more flexible schedules’, ‘compressed 
work’, ‘flexible work environment’, ‘ work from/for home’, technological support to work from 
home’, ‘openness to all options i.e. electronic commuting’, ‘flexible workload and flexible 
compensation’, ‘need to reduce workload’, ‘part-time options’, job-sharing (3x)’, ‘special 
hours for employees 60+’, ‘bank hours’, ‘sabbaticals (2x)’ , ‘flex-leave’ and ‘free time’. Hence, 
these can be regarded as varying ways to consider addressing the challenges i.e.
• the ways in which work is scheduled,
• the locations where work could be done,
• the working models,
• enabling technologies
• the regulation of workloads and
• adjustments to compensation.
When it comes to the latter aspect, in various large scale studies older employees have 
indeed been found to prefer reduced pay and lower levels of responsibility to allow for 
increased leisure instead of opting for total retirement (Hirsch 2003; Hudson 2006; Robson 
2001). In particular the availability of part-time work has been essential (van Dalen and 
Henkens 2002; Hirsch 2003; Jackson et al. 2006).
However, the outcomes of the Saba and Guerin (2005) inquiry demonstrated that although 
older managers embraced flextimes, they were less keen to reduce the level of responsibility 
and valued the possibility to still progress. Perhaps the repeated requests for job-sharing in 
our research can be interpreted to envision something similar. After all, none of the groups 
point towards their desire or need to reduce the level of responsibility per se. Yet, there are 
requests to adjust the workload, working time, and working location. Job sharing as a
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cooperative leadership model which enables continued contributions in management 
positions is also referred to in literature as TopSharing (Kuark 2003). The researcher was, 
however, unable to locate any findings around older managers and their potential 
preferences for job-sharing constructs.
As far as the expressed need for a flexible determination of the work location is concerned, 
the individual collages portray frequently a home-environment or another non-office facility as 
a desired location to work in. External surveys show that the possibility to work from home 
and avoid commuting time is in fact rated high by mature knowledge workers when it comes 
to prolonging working life (CPA 2002; Hudson 2006). It is in this respect that senior 
managers have voiced their appreciation towards work extending technologies as a means 
to increase flexibility of work/life boundaries and to foster individual productivity (Drew and 
Murtagh 2005).
Last but not least, the participants in our study make references towards a need to start 
freeing and shifting time for non-work related aspects. They urge to start with ‘bank hours’, 
‘sabbaticals (2x)’ , ‘flex-leave’, ‘free time’ and to ‘regain free time’. These outcomes can be 
viewed to support at least to an extent several other studies that associate ageing with a shift 
in the relative importance of values and goals in which greater importance is placed towards 
leisure time (e.g. Hurd 1996; Higgs et al. 2003; Hirsch 2003; Hudson 2006; Hunt 1992; 
Robson 2001).
Yet, in the midst of all the calls and ideas for flexibility, it could be worthwhile to take a 
second look at the item ‘openness to all options’ as it may just as well refer to a dilemma in 
realizing and frequenting flexible options amongst managers. Drew and Murtagh (2005) 
found, that all in all, making use of already available flexible arrangements is considered 
incompatible for individuals in senior management positions. Working part-time, reduced 
hours, or working from home are associated with concrete experiences or fears for having an 
adverse impact on career and/or promotion prospects.
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8.1.2. Pay attention to worklife balance; clear division between work and 
time off
Cohorts _  2005, 2006 and 2 0 0 7 ___ W ork-life Balance
Caution - Concerns Continue Start
24/7 online practise and inability to
(digitally) disconnect (20 0 6 ) l ü
Balance risk of 24/7 online culture Back-up systems for 24/7 mentality
(2005) (2007 )
Differentiating between helpful and
hampering technology (2006 )
E-Mail and meeting practices (2007)
Time-pressure and demands (2007)
Purposeful project focus and
resourcing (2007 )
Plan appropriate use of time and
resources (2006 )
Lack of work-life balance (2007)
Worklife balance: clear division J 9 |
between work and time off (2006)
Fostering work-life balance Fostering work-life balance (20 0 5 )
(2005 ) Work-life balance (2006 )
Worklife balance and wellness at all 1
ages (2005 )
Paying attention to worklife balance and attaining a clear division between work and time off 
emerge as another common factor of wide relevance across all cohorts. Only one group out 
of 12 can be interpreted to appreciate the existing course of action because it requests to 
continue with ‘Work Life Balance’. Nevertheless, this view is most likely a divided one since 
the same group also urges to start with ‘work vs. personal life (integration)’.
In all others groups there is a predominance of concerns and an alert towards a need to 
rectify work-life balance related policies and practices. Besides pointing solely towards 
concerns, all three annual cohorts also insist to start to focus on work-life related aspects in 
the future as a key factor to their ability and will to contribute to the desired degree with 
increasing age. When taking both the concerns and the start items into account, three work­
life balance associated themes arise from the managers’ insights i.e.
• a perceived lack of balance,
• a concern around time demands, and
• the downside of digital connectivity.
A perceived lack of balance
Some of the concerns include ’a challenge is to maintain balance at any age’, ‘need for
balance/ flexibility’, ‘lack of work-life balance’, ‘hard workers (more than 10 hours) inspired
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by tough competition, but wanting to enjoy time with the family, more balanced needed’, 
‘work-life balance (x2 j and ‘life balance’. And the request is to commence with ‘work vs. 
personal life (integration),’ balance’, ‘vacation/balance’ and ‘worklife-balance (enjoy life)’.
Based on these outcomes of the focus-group discussions and the analysis of the individual 
collages, it appears that the managers are inspired by challenges and ready to work hard. 
However, at the same time they envision and yearn for more balance between work, their 
other roles in life, and leisure. An interesting discovery in this respect is that the quantity of 
images portraying togetherness with a partner clearly overweighs all other life roles outside 
of the work context. Since the collages portray desired visions of the future, it appears that 
the participants expect possible children to be already out of the house and desire enjoying 
time with their partners.
The words and images in the collages reflect and reinforce the understandings of Hughes 
and Grahams (1990) and Voydanoff and Donnelly (1999) that one cannot regard an 
individual simply as an employee. Instead, in addition to one’s relationship to work, 
individual’s are understood to have varying roles and passing through differing cycles in life 
as partners, parents, friends and members of the community. Managers from their forties 
onwards have been found to allocate ascending importance towards life outside of their 
workplace i.e. the relationship with private partner, friendships, and giving back to the 
community climb in priority (Hunt 1992, p. 34). Hence, being able to balance work and family 
is rated third most important prerequisite for extending employment in a study of Saba and 
Guerin (2005). Also across age groups, work-life balance is considered a universal driver of 
employee retention and engagement (Corporate Leadership Council 2009).
Time demands
Further concerns encompass ‘overtime and related expenses’, ’80 hr week’, ‘abuse 24/7 
philosophy’ and ‘work/life - separate work + time off’. Besides these worries, there is a 
request to commence to ‘balance hours between work and others’ and ‘teach time 
management’. Also in the collages a strong concentration of words and images around 
demands on time, constant travel, and being wired to the job can be identified.
Thus, the findings from the group discussion and the individual collages appear to suggest 
that there are two factors which have the potential to impede the managers’ contributions in 
light of ageing
• a sustained reality of long working hours and
• an extension of work related availability into one’s private life.
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Other studies confirm that long hours can impact work related attitudes or behaviours of 
older individuals and mature senior management position holders. Long hours were rated as 
a factor which contributed a great deal to the lack of job satisfaction amongst recent retirees 
(Helman et al. 2008, p.8). Studies have also evidenced long hours and pressure to increase 
overtime as core psychosocial risk factors in the workplace (Parent-Thirion et al. 2007). Work 
schedules and length of hours have been found to affect family relationships as well as 
physical well-being, both of which can have positive or negative effects on productivity 
(Pfeffer 2010).
On the other hand, research by Drew and Murtagh (2005) concluded, that despite increasing 
demands for work-life balance, a culture of “long hours” and “presenteesim” run counter to 
any balancing attempts at more senior management levels. These two features are seen as 
an expression of commitment and regarded as the greatest obstacle to achieving worklife 
balance and in materializing greater flexibility (see 8.1.1.). And according to the respondents, 
information technology accentuates the already prevailing practice of “long hours” and 
“presenteeism” by ensuring that some managers need to be “on call” even when they have 
left their workplace. The male senior managers in their study expressed the need to address 
the long-hours pattern among managers and emphasize performance/output rather than 
presenteeism.
Returning back to the notion o f1 abuse’ and the calls to ‘separate work + time o ff in our study, 
one cannot but assume that senior managers in this inquiry perceive an extent of implicit or 
even explicit expectation of boundariless availability (and commitment?). The choice of the 
word ‘abuse’ could even signal that the removal of boundaries between work and the 
managers’ private time/life is felt as a deliberate and systemic one. Perhaps the request to 
start to ‘teach time management’ can be seen as a personal need and interest to at least 
attain appropriate skills to cope and balance between competing priorities amid the blurrying 
of boundaries.
The downside of digital connectivity
Concern: challenges -  always on-line “24/7” -  this can go out of control -  BALANCE’, ’24 hrs 
online’, ,  ‘blackberry’, ‘use of technology’, ‘technology (avoid technology that does not add 
value)’, ‘quick info overload, 24/7 eMails and blackberry’ and ‘change e-mail habits’.
Start to: ‘back-up systems for 24/7 mentality’ and ‘leverage technology for work-life balance’
204
Not only these written statements, but as already mentioned earlier, especially the collages 
portray a vast amount of mobile-phones and laptops as a part of today’s world of work. The 
managers in this study appear to experience a considerable degree of being constantly wired 
to the job. The notion of ‘now-time' is brought to the fore. This phenomenon seems to be one 
which they feel can impede their will and ability to contribute in the long run. Hence, there is 
a call to develop alternate solutions to having to be available 24/7. In addition to the 24/7 
connectivity and availability concerns, there is a worry regarding the rapid overload of 
information resulting from the use of this technology.
The literature indicated that extensive use of new technologies has indeed been linked with 
the potential to endanger employee contributions. Being permanently wired to their jobs 
accounts for employees work related negative stress (MacBride-King and Bachmann 1999). 
Employees in a large-scale Watson Wyatt Staying@Work (2008) survey say that 
technologies that expand availability were causing stress that affects business performance. 
Research amongst senior managers has further revealed, that so-called work extending 
technologies (WET) have increased expectations of being “always on” and ready to work at 
anytime in any place, increased workloads, decreased the possibility to draw boundaries 
between work and other roles in life, encroached on family time and resulted in a sense of 
having less time available for spending with the family (Drew and Murtagh 2005).
On the other hand, the expressed need to start to ‘leverage technology for work-life balance’ 
can be seen as an expectation to improve possibilities to accommodate work and other roles 
in life. After all, then engaging in work is not confined to a certain location and/or time. As 
already mentioned in the discussion around flexble work arrangements, in a study of senior 
managers (Drew and Murtagh 2005), extending technologies was perceived to increase 
flexibility of work/life boundaries and to foster productivity.
On the whole, the use of enabling technologies seems to remain a double-edged sword. It 
appears that the leaders aspire the usage of technology solutions to enable attaining better 
work-life balance through increased flexibility (e.g. working from off-site locations, at own 
pace, at own time), but not to extend one’s availability to be 24/7 on call, reachable, and 
expected to engage in work at anytime and in any place. Quite the contrary. It seems that 
these sentiments are similar to the ones identified in the work of Drew and Murtagh (2005) 
which concluded that while extended work technology has enhanced the ability to balance 
work and family, it has also complicated it.
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8.1.3. Pay attention to inclusion, fair treatment and making use of (age-) 
diversity
Cohorts _  2005, 2006 and 2007 Inclusion, Appreciation and Fair Treatm ent
Caution - Concerns Continue Start
Need to encourage diversity, I
inclusion and fair treatment (2006) 1
Diversity and inclusion (gender and 
cultural)(2005j
More diversity (2007 )
Gender diversity - also in top- 
management (2007 )
Valueing diversity, preventing age- Valueing and making use of (age-)
discrimination (2005) diversity (2005 )
(Intergenerational) communication (Intergenerational) knowledge
Allowance for cultural diversity 
(2007)
(2007) transfer (2006 )
Positive (also age-positive) and 
appreciative work environment 
(2007 )
Diversity, inclusion and fair treatment are factors of significance throughout all three cohorts. 
Some of the groups voice concerns regarding ‘diversity sensitiveness’ and ‘uniformity’ others 
list the need to start with an ‘organization that values diversity’ and with ‘more diversity’. The 
findings around this dimension, also supported by a number of the individual collages, 
appear to suggest a need for more inclusive and appreciative social norms, policies, and 
practices in this corporation to foster the managers’ continued will and ability to contribute 
with increasing age.
While cultural diversity is noted explicitely by one group as something to embrace and 
continue with, two other areas attract wider attention i.e. age-related attitudes and practices 
as well as gender-diversity in senior management. A group in the 2005 cohort summarizes 
all three facets under their concern of ‘bias -  diversity sensitiveness and age discrimination’. 
Another group in 2006 cautions discrimination’ and a group in 2007 warns ‘do not disregard 
diversity’. These concerns can be viewed as general ones cautioning non-inclusiveness or 
unfair treatment in the work environment.
Age-related attitudes and practices
As far as ageism is concerned, the 2005 group is the only one which places an associated 
feature into the concerns -column. Since this column is intended for items which the 
company should stop doing or attempt to rectify, this could be a sign of the members having
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witnessed some forms of age-bias and -discriminatory sentiments and practices in the 
organization. Although the chosen research methodology in this study does not permit a 
deeper examination of the phenomenon, research in general reveals that age may influence 
personnel decisions in areas such as internal selection, performance appraisal, training 
decisions and career planning (Capgemini 2005; Chartered Insitute of Personnel and 
Development 2005; Human Rights and Equal Opportunity Commission 2000; Parry 2006; 
Patterson 2004; Sterns and Miklos 1995). Discriminating practices can prevent both older 
and younger employees from realizing their potential at work (AARP and Towers Perrin 
2007).
The literature review discerns that age discrimination is perceived and cited by employees as 
the most common form of discrimination in the workplace (Adecco 2008) and two-thirds of 
employees over 45 believe employees face age-discrimination in the workplace (AARP 
2003). Employees who have experienced age-discrimination report reduced self-esteem, low 
levels of job satisfaction, reduced affective organizational commitment and involvement, a 
diminished feeling of personal control, higher levels of continuance commitment and an 
intent to retire (Hassell and Perrewe 1993; Orpren 1995; Snape and Redmann 2003). 
Independent of the respondents age, the frequency of early exit related thoughts have been 
found to be connected to the anticipation that ageing will bring along problems in the 
workplace. One of the main anxieties is the extent to which leaders are expected to treat 
ageing employees in a fair and respectful manner (Kauppinen et al. 2004) and pay equal 
attention to them (Gelderblom and de Koning 2002).
When looking at the findings of our study, the input of only 3 out of 12 groups could be 
considered to be suggestive of potentially age-biased and discriminating activities that could 
hamper the managers’ will and ability to contribute in the future. Rather than pointing towards 
discrimination and corrective actions, some groups emphasize the need to start working on a 
more future-oriented matter of course i.e. ‘creating an organization that values experience, 
age, wisdom, diversity’, ‘value age and experience’, ‘positive (also ageing-positive) working 
environment’ , ‘balancing youth and initiatve with age and experience’ and to ‘use inter-age 
teams’. This seems to encourage taking on a strengths-based perspective on ageing and 
promoting the significance of feeling valued and being purposefully involved.
Feeling valued and needed are at the core of many engagement constructs (e.g. Khan 1990; 
Robinson et al. 2004). In a number of studies these factors have been perceived as highly 
motivating to employees with increasing age (Heymann and Terlien 2003; Saba an Guerin
2005), impact their perceptions of continued work ability and promote work capacity
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(Ilmarinen 1997; Munk 2003), influence retirement related decisions (van Dalen and Henkens 
2002; Hirsch 2003; Jackson et al. 2006) and contribute to the interest of older managers to 
extend their workforce participation (Saba and Guerin 2005). In line with the findings from 
Saba and Guerin (2005), retirees in a recent study reported, that feeling truly needed for an 
assignment would have been extremely or very effective in encouraging them to delay their 
retirement and remain with the company for at least two more years (Helman et al. 2008, p. 
4). Similarly in our study, the individual collages reveal, that in tomorrow’s projected world of 
work, the managers desire to picture themselves as being in demand, being recognized and 
being able to make a difference.
There are still two noteworthy aspects emerging from the data in connection with ageing. 
One group encourages to continue ‘communicating across generations’. Given the earlier 
mentioned suggestion to commence to ‘use inter-age teams’ and ‘balancing youth and 
initiative with age and experience’ this could indicate a desire to fortify and expand inter­
generational practices.
A somewhat unexpected finding related to ageing is that only one group addressed ‘seniority 
based compensation’ as a factor perceived to impede continued workforce participation with 
increasing age. Yet, research evinces that there is a widespread apprehesion amongst 
executives that an increase in the average age of their workforce leads to higher labor costs 
(Lindley and Duell 2006; Remery et al. 2001). Cross-sectional studies (OECD 1998; OECD
2006) and econometric estimates provide strong evidence to refute these assumptions and 
instead underpin the continued participation of older workers as economically attractive for 
businesses (Sapozhnikov and Triest 2007. Nevertheless, there is a lingering belief that a 
continuation of seniority based-like compensation practices in connection with an ageing 
workforce result in a considerable discrepancy between the age earnings profile and the age 
productivity profile. This would in return justify excluding older employees from the workforce 
(Skirbekk 2003). As long as such fears and cognitions are prevalent, seniority based 
compensation can be expected to pose a major challenge for managers’ options to continue 
with increasing age.
Gender-diversitv in senior management
In addition to the need to focus on enhancing age-positive attitudes and practices, some 
groups point towards the necessity to address gender-diversity amongst senior 
management. ‘Not having enough women in senior management positions’ \s brought up as 
a concern by a group in the 2006 cohort. Also one group in the 2007 cohort sees the 
necessity to commence with ‘more women in top management’ and another group in the
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same cohort calls for a ‘good balance between gender representation’. Similarly, a number of 
the 2006 collages portray women in traditionally male or leading roles.
It is likely, that these items could mirror the corporate-wide cognition that women, for 
whatever reason, are underrepresented at senior leadership levels. At the time of the 
inquiries, there had never been any female representatives at the first two corporate top 
levels and only a handful at the third level of executives worldwide. This despite the fact, that 
the share of female employees exceeds 50 percent of the corporation’s large workforce. 
Without expanding further on the topic, it appears that this is a significant issue for some of 
the managers in these study cohorts. After all, research indicates, that perceived unfairness 
of staffing related procedures can have detrimental consequences for work related attitudes 
and behaviours (Furnham 2006, p. 647-648). Alone the Global Workforce Study (Towers 
Perrin 2008) showed, that having excellent career advancement opportunities is rated by 
both genders and across age-groups as a top ten driver of engagement.
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8.1.4. Ensure opportunities for continued development and personal 
growth
Cohorts _ 2005, 2006 and 2 0 0 7 ___ (Opportunities for) Continued Development and Growth
Caution - Concerns Continue Start
People development approaches, 
programs and opportunities - fit 
now and for the future (2007 )
Opportunities for continued 
personal growth (2005 )
Opportunities for continued 
personal development and growth
poos;
Management supply pipelines: 
widen succession planning to 
employee levels (2006 )
Cross-cultural encounters and 
skills (2006 )
Opportunities for personal 
development and (career) growth 
(2005 )
Opportunities for life-long learning 
and being challenged (2006 )
Opportunities for cross-functional 
expatriation (2006)
Being challenged and seizing 
opportunities (2005 )
Cross-functional and other growth 
opportunities/challenges (2 0 0 7 )  
Own will and ability for life-long 
learning (2005)
Adding value and making a 
difference (20 0 5 )
Opportunities for continued development and growth is a dimension of significance for all 
three cohorts. The majority of the items can be found in the continue and start columns. This 
could imply, that there are already several aspects in the current reality which the managers 
appreciate and perceive as relevant to maintain. In addition, there are a number of aspects 
which should be introduced or expanded to better meet the needs of an ageing workforce 
and the necessity to extend working lives.
To begin with, the findings from this data suggest, that although the need for mentoring and 
transferring knowledge between generations is brought up several times, the managers’ 
generativity motives do not seem to overweigh interest towards their own continued 
development and growth. This assumption supports the findings from the extensive literature 
review by Saba and Guerin (2005) which found older employees to value having the same 
development opportunities as younger ones in terms of access to training and career 
advancement. However, these outcomes do not support the conclusions of another Saba 
and Guerin (2005) study concluding that older senior managers perceive training
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programmes and acquiring new knowledge to have only limited value and prefer having the 
opportunity to transfer their knowledge into the organization.
Returning back to our own study, the managers express some level of concern in terms of 
their own development and ability and will to contribute as they age. These worries relate to 
’time for development’ and ‘new horizons -  searching/training’ and ‘desire to grow and not to 
stagnate’. Such worries can be perceived as reasonable. For example, Vuori and Koivisto 
(2006, p. 45) claim that the pace of working life prematurely depletes the competence of the 
majority of people and the arrangements are not flexible enough to meet people’s learning 
needs. Knowledge is needed throughout life, rather than as an intensive package at some 
stage or the other.
In conjunction with the previous, the managers urge the company to maintain ‘focus on 
employee development’, ‘focus on people development’ and ‘equip people for the future’. 
These are listed as already appreciated features and as important prerequisites for sustained 
perfomance throughout one’s remaining working life. At the same time the focus groups put 
forward the need to commence with ‘continuous development philosophy’, ‘creating an 
opportunity to grow and learn throughout your career’ and to focus on ‘developing people’, 
‘ability to continue growing and learning’ and ‘education opportunities’. Thus, it appears 
necessary to root an overriding philosophy of life-long learning into the company. Also a 
variety of learning and development options should be made available -  including the 
possibility to educate oneself further.
As far as the company internal offerings are concerned, the participants encourage to 
continue with ‘leadership programmes’ and express the need to start to ‘increase Bl 
Academy training and development modules’. This seems to suggest, that there is an 
appreciation towards the kind of leadership programmes offered and all in all leadership 
development should remain in focus. Similarly the Bl Academy appears to be valued as a 
development enabler and an expansion of its portfolio of options is seen as a necessity to 
commence focusing on.
On the other hand, the participants note that it is also vital to continue to sustain one’s own 
interest to learn throughout one’s working life i.e. ‘learn (continuous learning despite age)’ 
and start to put focus on ‘staying young inside and capturing individual opportunities’. 
Interestingly, in the Helman et al. (2008, p.4) study of recently retired individuals 45 percent 
reported that no longer learning was a factor which had contributed a great deal to their lack 
of job satisfaction.
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When viewing the previously outlined results of our study in light of available literature, it 
appears that a number of our findings deviate somewhat from those of many others. First of 
all, studies conducted in high-technology companies have found older employees to be 
somewhat reluctant to challenge their paradigms and expand their horizons (Lahn 1996). In 
the same way, the opportunity to develop new knowledge and skills is not perceived a global 
top ten driver of engagement amongst managers and knowledge-workers age 45 and older 
(Towers Perrin 2008). Similarly, when it comes to the idea of engaging in training throughout 
one’s worklife, if there are no career progression opportunities left, older employees have 
been found to be reluctant to exert effort into such additional learning (Tikkanen et al. 2002). 
Or, after they have attained a certain level of competence, older employees have perceived 
participation in training even as a humiliation (Geldermann 2005). And a particular finding is 
that providing older managers with management training increased their dissatisfaction 
towards their working environment and was perceived as a lack of confidence in their 
managerial abilities (Saba and Guerin 2005).
Although the findings from our focus group discussions suggest that the managers have a 
positive attitude towards life-long learning, training, and leadership enhancement, it cannot 
be predicted whether the attitudes will remain this favourable when the managers are already 
somewhat older. However, there is an area where the findings overlap with those of other 
studies (e.g. Hudson 2006; Saba and Guerin 2005; Towers Perrin 2008). This is in that 
mature and older participants’ put high value into improving their capabilities while engaging 
in challenging assignments and tasks that broaden their existing skills. Both the focus group 
outcomes and especially the collages emphasize the significance of being challenged in the 
future. The notes encompass statements such as continue or start with ‘new challenge’, ‘to 
be challenged’, ‘staying challenged’ and ‘remain challenging’. Also in the collages this desire 
is reflected in comments such as ‘challenges (x2)’, ‘new challenges’, ‘nothing is impossible, 
impossible (crossed over)’, ‘just do it!’, ‘no boundary’ and ‘with wings over the water’.
The data also provides ideas on developmental approaches which should be considered. 
There is a request to continue with individual ‘development plans’ which are an integrated 
part of the already existing annual employee-supervisor dialogues. In addition, a group 
requests to continue with ‘career planning for all OPUs (operating units)’ as well as to 
‘expand succession plan use’. While these are not yet common practise in all organizations, 
it appears that in line with other external findings (e.g. Harter et al. 2003, Saba and Guerin 
2005; Robinson et al. 2004) having the opportunity to discuss progress, understand options 
and actually have opportunities to grow is a core driver of work related attitudes and
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behaviour amongst ageing managers. Even the Towers Perrin (2008) Global Workforce 
Study identified individuals in the age group 55 and older as the only cohort which included 
‘Understand potential career track in the organization’ as one of their 10 top drivers of 
engagement worldwide.
To broaden their spectrum, the managers in our inquiry also prompt for ‘cross-functional 
opportunities’, ‘internal rotation (regional & international), ‘job rotations and new challenges’ 
and ‘cross-funational expatriation opportunities’. An interesting observation is that while some 
of these descriptions refer to transitions within an individual’s own function and discipline, 
others expect these traditional boundaries to be crossed. In the corporate reality crossing 
boarders is often appreciated as a means to broaden one’s skills base and countervail the 
risk of a too narrowed professional profile. The furthermost form of broadening is the one 
which not only crosses disciplines but also national boarders i.e. the cross-functional 
expatriation option. Although the literature on various forms of job-rotations amongst 
managers appears still scarce, a recent empirical study concludes, that job rotation of 
managers are not only valued, but they also have a positive impact on the overall 
knowledge-transfer within an organization (Exenberger 2008).
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8.1.5. Start to focus on health and well-being
Cohorts _  2005, 2006 and 2 0 0 7  Health, Well-being and W ork Ability
Caution - Concerns Continue Start
Addressing negative stress (2005 )  
Harmful stress factors (2006 ) 
Remaining self-driven (2005 )
Attend to personal health and 
well-being (20 0 6 )
Promoting and attending to 
personal health and well-being
(2005)
Maintain a positive attitude and 
self-drive (20 0 5 )
Fostering work ability of self and 
others (2005)
Partner to ensure a 'fit' between 
changing requirements of work 
and own resources at all times
(2005 )
A continuous 'fit' between 
individual resources and job 
demands (2007 )
Attending to health, well-being, and work ability is a dimension of relevance for all three 
cohorts. An interesting cognition is that none of the 12 groups in the study place items into 
the ‘continue’-column. This could suggest that respective policies and practices have not yet 
been introduced or they are considered insufficient.
The concerns which are expressed by 4 out of the 12 groups relate concordantly to stress 
i.e. ‘stress in the environment’, ‘harming work environment’, ‘stress-staying awake due to 
pressure’ and ‘burn-out stress factors’. Some of the stressors which the managers are 
referring to can be found in the ‘concern-loaded’ dimension of work-life balance. Most of the 
worries relate to long working hours and being 24/7 wired to the job.
These findings and the analysis of the individual collages suggest that negative stress is a 
prevalent factor in the managers’ world of work. The written statements in the collages 
portray a reality marked by stress, pressure, work demands, uncertainty i.e.
• Uncertainty -  ‘Crisis’, ‘How to continue from here?’, ‘Mamma Mia’, Help!’
• Stress -  ‘Stress (4x)’, ‘Change=stress?’, ‘Cannot feel-maybe too late’, ‘You feel 
nothing until it is perhaps too late’, ‘Exhausted, we dont change our rhythm’, ‘To keep 
on board, what else?’, ‘Feeling stuffed’, ‘Coffee addict’, ‘Rest and reflect morel’
• Pressure and Work Demands -  ‘On the road’, ‘Travel (x2)’, ‘Now time’, ‘Always in’,
‘More intensive’, ‘Tough work schedule’, ‘Lot of work’, ‘Long hours’, ‘Meetings’, 
‘Phone’, Always connected (x2)’,
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The findings reflect outcomes of other studies which have concluded that approximately 30- 
40 percent of employees report high or extreme levels of perceived job stress with long hours 
and heavy workloads being the most common causes (NIOSH 2009; Parent-Thirion et al. 
2007; Williams 2006). Stress caused by poor psychosocial work conditions has also been 
significantly linked with intended early retirement (Siegrist et al. 2007). In fact, a study 
examining the previous work experiences of recent retirees found, that the job being stressful 
had been their second most significant contributor to their lack of job satisfaction (Helman et 
al. 2008, p. 4). All in all, exposure to poor quality of work in mentally demanding tasks has 
been associated with increased intention to leave and found to reduce performance and 
motivation at earlier stages of employment trajectories (Elovainio et al. 2005).
Studies have also found that in the group of managers there are proportionally more 
individuals that allocate themselves into the high stress category (e.g. Smith et al. 2000) and 
that high-skilled white-collar employees in their fifties show highest scores on the effort and 
overcommitment scale (Lau 2008; Siegrist et al. 2004). On top, for example the effect of 
mental strain demands on work ability have also been found to increase with age (Gould et 
al. 2008). Yet, even if our current focus is on ageing managers and knowledge-workers, we 
should keep in mind that excessive job stress is anticipated to have an impact on the lives of 
all employees regardless of the industry and position. And enormous human and economic 
costs associated with occupational stress suggest that initiatives designed to prevent and/or 
reduce employee stress should be high on the agenda (Noblet and LaMontagne 2006).
Given the previous, the good news is, that in the start section the participants appear to 
portray a sentiment which mirrors a future time perspective that focuses on opportunities as 
opposed to limitations when it comes to health, well-being and work ability (Carstensen et al.
2003). By listing items such as ‘health’, ‘anti-aging’ and ‘still looking good’ it seems that 
increasing age is not perceived as a barrier per se. Furthermore, some of the descriptions 
emphasize the managers’ personal interest and responsibility in fostering related areas i.e. 
start to focus on ‘ability to stay healthy and maintain a positive attitude’, ‘promote healthy 
living’, ‘keep healthy’, ‘take care of self’ and ‘maintain work ability, help others to do the 
same’.
Yet, on the other hand, the managers express a need to start recognizing that there are 
dynamic changes that occur in the core structures of work ability throughout one’s life. The 
changes call for the need to account for them and to make necessary adoptations to ensure 
continued ability and will to perform. Establishing a partnership between the employer and 
employee is regarded essential to successfully address these changes in the interplay
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between work and individual resources. The respective appeal sees as necessary that the 
‘organization needs to accept and embrace as a starting point: changing career life-cycles; 
company and employee can’t maintain same work expectations through one’s entire career; 
a strong partnership with acceptance of changes’ and ‘learn to adopt to our needs -  
adoptation, new ways of working’
These statements are in line with the construct of work ability (llmarinen et al. 2005) and 
claims that given the increasing need for productivity improvements and the necessity for 
individual’s to contribute in the workforce for longer, work ability is gaining more and more 
relevance (Hasselhorn and Freude 2007) to ensure that employees are both willing and able 
to perform. Promoting work ability has proven to be an affirmative means to decrease 
premature exit (llmarinen and Rantanen 1999). Studies have evidenced a strong relationship 
between thoughts of early retirement and perceived work ability in employee groups 50+ 
(Gould et al. 2008; Hopsu et al. 2005; Harkonmàki 2007) and even amongst those 45+ 
(Camerino et al. 2008).
Finally, the managers express the importance for the company to ‘reinforce acceptability of 
wellness use’ and to start to ‘pay attention to health (sport -facilities /activities)’ and ‘improve 
fitness/wellness facilities and programs’. This appears to imply that sport and wellness 
facilities and/or activities should be introduced or the existing ones upgraded. Also an 
interesting choice is the word-choice ‘acceptability’. This could be an indication, that although 
wellness options would theoretically be available, their usage could be challenged by the 
potential presence of hindering implicit or explicit norms at the team, leadership or 
organizational level. Unfortunately a comparison to other findings cannot be conducted since 
the researcher was unable to access further studies examining the level of interest, 
availability or acceptability of sport and fitness facilities and/or programmes for ageing 
employees.
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8.1.6. Continue with Lead & Learn culture of working together
Cohorts _ 2005,2006 and 2007___Lead & Learn Culture
Caution - Concerns Continue Start
VTI by Lead & Learn (2006) | 
Lead & Learn culture (2007) j
The company’s Lead & Learn culture emerges as a dimension of broad signifcance for two of 
the annual cohorts. Lead & Learn is the corporate-wide understanding of how people work 
together to achieve the company’s vision ‘Value Through Innovation’.
Introduced in the spring of 2005, the Lead & Learn framework builds on two core 
understandings of the future. The first belief is that achieving the vision and addressing the 
changing dynamics of the business environment call for a culture of leadership and 
collaboration that extends throughout the corporation. Thus ‘Leading’ refers to everyone in 
the company being encouraged and supported to stand up for what they believe in, to voice 
their views and thoughts, to bring their own unique perspective to the fore and to inspire 
others to do the same. This is in line with a broad-based understanding of leadership (Heifetz 
and Laurie 1997, p. 124) which calls for the need to broaden the traditional concept of 
leadership and separate it from individual people and roles. It supports the belief, that to 
successfully address the dynamic challenges in today’s world of business, the locus of 
responsibility for innovation and solutions should shift to all employees; the solutions to 
challenges are expected to reside in the collective intelligence of employees at all levels
The second belief of Lead & Learn is that questions are critical for innovation. Instead of 
imposing principles from the top, employees should reflect on their own reality, remain 
curious and at the pulse of time, seek for answers, and identify opportunities for innovation. 
Thus ‘Learning’ means constantly questioning the status quo and finding new and better 
ways to do things by looking to each other and the market for knowledge and inspiration. And 
at the heart of success lies the will and ability to share these views, ideas and knowledge 
with others and to work with them in pursuit for progress.
In light of the literature review, these features seem to reflect some of the basic principles 
underpinning transformational leadership (Burns 1978; Bass 1985). Hence, the Lead & Learn 
approach can be compared with a strive to foster innovation by actively encouraging and 
supporting individuals to think and re-think creatively about all aspects of work (Sosik et al. 
1996), to bring up their suggestions, and to probe (Amabile et al. 1996). Since older age is 
associated with a considerable reduction in an individual’s readiness to take risks (e.g.
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Deaking et al. 2004; Ernst et al. 2005; Kahneman and Tversky 1979; 1984) such working 
environments could be expected to enable also older employees to bring their ideas and 
solutions forward without the fear of failure and make use of their innovative potential. A 
study by Cardiff Business School (Walpole 2005) indeed asserted that an enterprise 
practicing most of the basic understandings of transformational leadership is likely to be 
innovative.
All in all, the managers in this study appear to appreciate the core understandings of Lead & 
Learn and herewith indicate their appreciation towards cultures that practice a broad-based 
understanding of leadership and transformational leadership. They urge to continue 
strengthening these fundamentals and regard them as relevant to foster their will and ability 
to perform and innovative with increasing age. Worth noting here is that in addition to our 
study, also the company’s internal global survey (‘Your View on Our Culture’ 2009) identified 
‘Lead & Learn influences positively the way we work together’ as a key driver of employee 
motivation amongst 41.167 employees around the world.
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8.1.7. Maintain a longterm strategic view on global competitiveness
Cohorts _ 2005, 2006 and 2007 Longterm Strategic View
Caution - Concerns Continue Start
Longterm vision (2006 )
Maintaining a longterm strategic 
view and focus on economic value 
added (2005)
Investing in sites and people (2005 ) 
Commitment to research and 
development (2007 )
Focus on longterm financial 
stability (2005)
Focus on longterm financial value 
and stability (2006)
Competitiveness within a dynamic 
business environment (2005 )
Focus on sustained global and long­
term competitiveness (20 0 7 )
Adaptability within a changing 
business environment (2006)  
Business focus on what matters 
most and resources allocated 
accordingly (2005)
Innovation (2006 )
Launching powerful products 
(2006)
A culture of change (2006 )
New market and business 
opportunities - focus on what 
matters most (20 0 5 )
Corporate branding (2007) 
Become worldclass (2005 )
Bl knowledge protection (2006 ) 
More non-revenue metrics (2007 )
The dimension of a longterm strategic view could first appear as being somewhat out of 
scope in terms of the actual aim of this study. The researcher has so far not encountered 
other sources which would account relevance to this factor in relation to the work related 
attitudes and behaviours of the ageing. Yet, a closer look at a few of the underlying themes 
helps to substantiate why it most likely attains such weight amongst the managers in this 
inquiry.
Maintaining the company’s longterm strategic view and related focus on longterm economic 
value added is perceived by the 2005 cohort as having a wide breadth of relevance. This 
could imply, that to be able to leverage on the performance and innovative potential of this 
ageing workforce, a considerable degree of strategic stability and farsightedness is desired 
by the participants in the way the corporation is managed. This option would support the 
conclusions of Hunt (1992, p. 34) who found, that instead of being attracted to the radical or 
different, it is stability and structure what individuals increasingly value from their early
219
fourties onwards. In fact, none of the generations in today’s workforce seem to value change 
per se (Deal 2006).
Expanding on the previous, the request to continue “investing in sites”, “commitment to 
research and development”, “strong commitment to drug development”, “innovation”, “strong 
future-pipeline of products” and “launching powerful products “ could actually be understood 
as a means to nurture farsightedness which holds a forward-looking promise within. Hence, 
stability appers not to refer to a quest for permanency of status-quo as people age. Moreso, 
the participants seem to embrace prospects of progress and future-orientation while longing 
concurrently for some extent of continuity and predictability; a balanced mix of agility and 
stability.
Given the former, it is worthwhile to examine the factor of (sustained global and longterm) 
competitiveness in the (dynamic) business environment. This emerged as a topic to continue 
with for the 2007 cohort and a topic of extensive concern for the 2005 cohort. Those 
indicating appreciation listed advantegeous associations such as “growth", “$$” and “strong 
future pipeline of products”. Some other studies have also determined that a company’s 
competitiveness can have a positive impact on employee attitudes and behaviours. For 
example, an enterpise’s market position, which is an indicator of competitiveness, has been 
identified as one of the 38 universal drivers of employee retention and attraction in extensive 
research by the Corporate Leadership Council (2006; 2009). Furthermore, a company’s 
economical environment is classified as a determinant influencing job satisfaction (Mathieu 
and Zajac 1990; Meyer and Allen 1997).
Nevertheless, competitiveness appears also to be linked to a downside effect in our study. 
Those who were concerned about competitiveness referred to “fast-changing -  goals -  
challenge -  soldiers - growing pains”. In addition to the already mentioned findings from Hunt 
(1992) and Deal (2006) linked to (ageing) employees’ desire for stability, the descriptions of 
“fast-changing -  goals” open up a further perspective for consideration. External studies 
suggest, that with increasing age there is a growing tendency to maintain existent goals and 
to avoid investing resources in new or changing ones (Freund and Ebner 2005). According to 
the lifespan theory, an individual’s lifespan is characterized by wins and losses and this 
relationship becomes more and more negative as people age (Baltes 1997; Brandstâdter 
1998). The assumption is therefore, that for older employees the pursuit of new goals, not to 
mention rapidly changing ones, absorbs more resources than for the younger ones. Given 
the steady reduction in one’s resources, studies have provided evidence that older 
employees seek to utilize the resources they possess in a manner which is as focussed and
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effective as possible to sustain their performance levels (Baltes 1997; Freund and Ebner
2005). In view of the ‘in vivo’ data attained from the focus group discussions it is plausible 
that similar preferences are present in our cohorts.
Finally, the need to start with corporate branding was brought up by one of the groups. This 
is not a novel aspect; the public image of an industry and/or enterprise has been associated 
in literature with positive work related behaviours. According to the Towers Perrin Global 
Workforce Study (2008) as well as the Corporate Leadership Council’s (2006; 2009) 
Employment Value Proposition the organization’s reputation and image, especially in terms 
of social responsibility, are internationally among the top five drivers of work engagement 
across all age groups. In addition, the industry itself is a universal criteria impacting 
employee work related attitudes and behaviours and hereby performance and retention 
(Corporate Leadership Council 2006; 2009). As far as the company in focus is concerned, in 
spite the to-date positive reputation which the corporation has attained, the pharmaceutical 
industry as a whole is increasingly under scrutiny and disapproval resulting in low ratings for 
its public image (Santoro and Gorrie 2005). This could help to understand why some of the 
managers voice the need to start to focus on corporate branding as a means to help promote 
their productivity and innovation.
221
8.1.8. Continue with participatory leadership and work practices
Cohorts _  2005, 2006 and 2 0 0 7  Participatory Leadership and W o rk  Practices
Caution - Concerns Continue Start
Quality of teamwork and 
leadership (2005 )
Cross-cultural communication
(2006)
Disempowering management 
structures and practices (2007 )
Participatory leadership and work 
practices (20 0 7 )
Cross-cultural and corporate-wide 
communication and information 
sharing (2005 )
Communication and collaboration
(2006 )
Invite employee insights to support 
benefit/performance 
improvements (2005 )
Global communication and 
interdisciplinary & international 
teamwork (20 0 5 )
Participatory leadership and work practices emerge as a dimension of significance. It is 
perceived by the manager’s as having the potential to impact their will and ability to bring 
continued contributions in the workforce up until and beyond official retirement age. Since the 
participants in this study have placed only a few features into the concern -column and 
several into the continue-column, it appears that they appreciate by and large the already 
existing practices and request to maintain this course.
A closer view of the data underpinning this dimension enables to identify three core themes 
of relevance. These are decision-making latitude, teamwork and collaboration, as well as a 
global approach. When it comes to decision-making latitude, especially the 2007 cohort 
cautions the impeding impact of ‘micro-management’, ‘isolation of scope’ and 
‘disempowering’. These features are associated in literature with the emergence of 
organizational barriers and inefficiencies (Beardsley et al. 2006), making professional work 
more complex and inefficient (Bryan and Joyce 2005) as well as with poor employee 
motivation, producer-focus and inertia (Knights and Willmot 2007, p. 480).
Instead, the managers in our study encourage the organization to continue with ‘policy of 
mixed top-down and bottom-up communication’, ‘delegation’ and ‘solicit employee input on 
performance improvement’. Also other studies confirm, that autonomy and decision-latitude 
are particularly valued by older employees and managers aged 50 and older. These 
contribute to their higher performance, innovation, lower strain and stronger perceived 
workability (e.g. Binnewies et al. 2008; Gould et al. 2008; Hackman and Oldham 1980; Hunt 
1992; Karasek and Theorell 1990; Ohly et al. 2006; Saba and Guerin 2005; Shalley et al.
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2004) and to delaying retirement (van Dalen and Henkens 2002; Hirsch 2003; Jackson et al.
2006). Furthermore, working environments which have transparent business processes, 
practice cooperational leadership and enable participation have been found to be especially 
relevant for stimulating creativity (Jasper et al. 2001). A large-scale global study (Towers 
Perrin 2008) involving knowledge-workers and managers revealed, that for those aged 55 + 
‘input into decision-making in my department’ ranked as their fourth most important driver of 
engagement and ‘satisfaction with the organization’s decisions’ was also among the top ten 
factors. In all other age-groups neither of these two were placed amongst the ten most 
significant ones.
It is also worthwhile to view two requests in this inquiry i.e. the urge to start to ‘use 
interdisciplinary groups for key process decision-making" and ‘be more collaborative with 
leaders’. These could be interpreted as a request to reduce hierarchical and functional silos 
and to modify traditional vertical organizational structures to successfully address the 
broader needs of a business along its business value-chain. Both are needed to enable 
higher levels of performance amongst today’s knowledge-professionals -  the kind of 
individuals involved in our study. Unfolding their real performance capacity has been 
associated with possibilities to cooperate horizontally throughout an organization (Bryan and 
Joyce 2005, p. 22).
Altogether, the importance of cooperation and collaboration is brought up frequently in the 
data. Two of the 12 groups express their concerns that factors related to teamwork and 
leadership could hamper their contributions in the long-run. A Helman et al. (2008) study 
involving recent retirees discovered, that for 30 percent of the respondents, co-worker 
problems had contributed a great deal or very great deal to their lack of job satisfaction. On 
the other hand, support from colleagues and supervisors have been identified as significant 
factors impactig creativity (Amabile 1988; Ohly et al. 2006; Shalley et al 2004). Also having 
an appreciative and supportive supervisor has been found to contribute to delaying 
retirement (van Dalen and Henkens 2002; Hirsch 2003; Jackson et al. 2006), relate 
significantly to the level of perceived work ability (Gould et al. 2008) and constitute an 
essential condition for maintaining the dynamics of participation and involvement of older 
senior managers (Saba and Guerin 2005).
Apart from the two groups that voice their worries, most of the others groups encourage the 
organization to continue its already existing practices i.e. ‘teamwork’, ‘teamworking 
approach’, ‘focus on team’ and ‘connectivity among people’. As one group puts it ‘teamwork 
can’t wait’. This is in line with other external studies which have concluded that strong
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interpersonal relationships and affiliation with a team become increasingly relevant from early 
40s onwards (Hunt 1992). Positive relationships, a collegial work environment, camaraderie 
and cooperation have been identified as globally relevant factors impacting levels of 
employee work engagement (Corporate Leadership Council 2009; Robinson et al. 2004; 
Towers Perrin 2008).
The data in our study furthemore indicates, that managers’ see the necessity to continue to 
strengthen and expand collaboration and communication across boarders. One group 
expresses its worry about ‘cross-cultural communication’ makmg it increasingly difficult for its 
members to maintain the desired level of contribution as they age. Perhaps this could 
suggest that they feel inadequately equipped for this scale of collaboration and point towards 
the need to address the gaps. Nevertheless, in all cohorts there is a request to continue with 
‘communication (x3)’ in general, ‘sharing business info i.e. employee forums, continue 
communication of corporate goals/objectives’, ‘transparent business operations -  providing 
employee information, improving communication, global sharing’ and to commence with 
‘sharing news from other sites /OPUs’ (operating units) as well as with a ‘global approach’.
In external studies, communication and cooperation has been found to increase an 
individual’s feeling of being valued and involved and herewith support driving work related 
engagement (Robinson et al. 2004). Could it be that amid strong globalization of the 
business, the managers in our study embrace a broader sense of purpose and a wider 
spectrum of information as a means to enhance their feelings of being adequately informed 
and involved? Also worth recognizing is the appreciation and request for more sharing of 
business information and practices across geographies. Research by Jasper et al. (2001) 
found that practices which support growing knowledge are a core factor enabling a creativity- 
stimulating work environment. It is furthermore assumed, that the older a company’s 
employees are, the more significant the relationship between this kind of an enabling work 
setting and people’s willingness and ability to engage in innovative behaviour become 
(Jasper et al. 2001).
All in all it appears, that while corporate-wide information sharing is embraced, the managers 
regard the opportunity to gain broader experience through working together across 
interdisciplinary and international boundaries as a necessity in order to maintain their 
productive and innovative capacity in the increasingly global business environment.
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8.1.9. Maintain ethical and caring values
Cohorts _ 2005,2006 and 2007.__ Maintain Ethical and Caring Values
Caution - Concerns Continue Start
Company living up to  its values (2006)
Ethical and caring values (2007)
For the 2007 cohort continuing with ethical and caring values is a dimension of broad 
relevance. The members regard ‘ethical behaviour’, ‘caring about people’ and ‘respect’ as 
essential. By recording all related items into the ‘continue’ column, one could asssume, that 
these managers perceive an appreciated congruence between their personal ethical values 
and the ethical understanding and climate of the company. Maintaining the esteemed 
direction could herewith bare the potential to foster the cohorts’ work related attitudes and 
behaviours as it ages.
As discussed in the literature review, the ethical climate in an organization is understood to 
provide the collective norms that guide its members’ behaviour (Trevino 1986). The collective 
norms and the wider corporate culture are regarded as job context factors which are 
associated with motivational processes that impact an employee’s level of effort, persistence, 
attention and task strategy (Furnham 2008, p. 277; Hunt 1992). Studies have provided 
evidence that the congruence between the ethical value preferences of the employees and 
the actual ethical climate of an organization can increase job satisfaction, have a positive 
impact on performance, reduce role stress and conflict as well as turnover intents (Luthans 
1992; Sims and Keon 1997; Sims et al. 1994). And one can expect a positive relationship 
between an individual’s age and perception of ethics and social responsibility (Singhapakdi 
et al. 2001). Older employees are hypothesized to possess the potential for higher ethical 
behaviour due to their inclination to altruism, their experience and wisdom and ability to view 
issues from varying perspectives (Moberg 2004). Some studies have in fact found business 
people to become more ethical as they age (Peterson et al. 2001) and older managers to be 
more concerned about unethical behaviour than their younger colleagues (Deshpande 1997).
At the same time, a group in the 2006 cohort of our study places ‘contradictions between our 
principles and actions’ as a concern and something to be cautious about. Contrary to the 
2007 cohort, these individuals appear to point towards some degree of perceived ethical 
conflict; a disalignment between what is manifested and what is experienced. Due to the 
selected inquiry approach a deeper analysis of possible factors contributing to the weaker (or 
even lack of?) congruence is not possible. The available group-level data provides no further
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points of reference in this respect. However, literature provides evidence, that experiencing 
ethical conflict in the company environment has led employees to report lower levels of 
organizational commitment (Byington and Johnston 1991). Thus, in light of the suggested 
tendency for employees to become more ethical as they age, a perceived reality of continued 
incongruencies could be expected to have a negative impact on work related attitudes and 
behaviours and compromise voluntary extension of workforce participation.
In this research, the significance attributed to the dimension of maintaining ethical and caring 
values could be viewed from some further complementary and alternative angles. One option 
to consider is that the participants might have a more personal interest to the extent that 
management cares for an ageing workforce. After all, “senior management sincerely 
interested in employee well-being” is perceived and ranked by employees in age groups 35- 
44, 45-54 and 55 and older as their number one top driver of engagement around the world 
(Towers Perrin 2008). Also an atmosphere of care has been found to encourage and foster 
creativity at all ages (Bundy 2002; Elenkov and Manev 2005; von Krogh et al. 2000; Rafferty 
and Griffin 2004).
Finally, an organization’s organization’s ethical conduct and caring role in the community i.e. 
reputation for social responsibility ranks as one of the top three most important drivers of 
engagement in age groups 25- 35, 35-44, 45-54 and 55 and older in the Towers Perrin 
(2008) study. The latter age cohort is in addition the only one which rated the organization’s 
reputation in the community amongst the top ten drivers of engagement in the same inquiry.
8.1.10. Provide opportunities for mentoring and coaching
Cohorts _  2005, 2006 and 2007 =___M en toring  and Coaching
Caution - Concerns Continue Start
Opportunities for mentoring, coaching, 
developing and supporting others (20 0 5 )
(Intergenerational) knowledge transfer (2006)
Having opportunities to mentor, coach, and transfer knowledge emerges as a dimension of 
importance. Yet, the availability of these options is perceived by the participants of the study 
as not existent or as insufficent since all but one of the related items are located in the start- 
column. In one group out of 12 the feature of ‘expand mentoring’ can be considered to refer 
to practices that are already appreciated and should be build on.
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Especially the data of the 2005 cohort forebode a considerable role for generativity motives 
as the managers grow older. The data reveals, that in % of the groups ‘mentoring’, 
‘mentoring younger groups’, ‘be coach and mentor’, ‘coaching (x2)’, ‘coaching others ... can’t 
wait’, and ‘help next generation collaboration’ is perceived as relevant for the motivation to 
perform and extend working lives. While some of the mentoring and coaching related items 
refer to the significance of such roles in general, others indicate the desire to commence 
mentoring or coaching especially the younger members of staff. Also in the collages some of 
the visions of the future include ‘supporting future generations’, ‘preparing new generations’ 
as well as ‘helping out colleagues’, ‘time to help and share’ and ‘give a hand’. Yet, in order to 
perform well in this role, the managers also list the need to focus on the ‘ability to mentor 
(younger) staff’. It appears that attaining tools and techniques to support such undertakings 
is perceived as essential. In addition, transferring their knowledge into the company is vital 
for members of the 2006 cohort i.e. ‘transfer knowledge’ and ‘knowledge transfer from more 
seasoned employees to less experienced ones’.
The findings seem to support psychosocial theories of development and studies which 
suggest that generativity motives become increasingly central as people age (Erikson 1963; 
Carstensen et al. 1999; Lang and Carstensen 2002). A number of studies have found that 
older supervisors and managers indeed value assuming new roles as mentors, trainers 
(Kelly 1990; Lewis and McLaverty 1991) as well as guiding and teaching younger workers 
(Harper et al. 2006). Also older senior managers have been found to appreciate the 
opportunity to transfer their own knowledge into the organization (Saba and Guerrin 2005).
Given the data underpinning this dimension, the researcher is tempted to put a further 
perspective for consideration. The findings from the focus group discussions as well as the 
individual collages make little or no references to the role of coaching, mentoring, helping or 
supporting others as a part of the managers’ current world of work. Yet, in the ‘start’-lists and 
the collages which portray tomorrow’s world of work, these roles are omnipresent. Hence, 
could it be that in an environment where individuals are working hard, under pressure, and 
trying to maintain control over their own resources, they are less likely to express an intuitive 
need or desire to exert energy and effort into developing others? Instead, is it plausible, that 
when people paint a picture of their future, one in which they expect to have more control 
and flexibility over their use of time, then a desire to share knowledge and experience to 
support others becomes prominent? Perhaps this is in line with the assumption of the 
generativity construct, that also varying circumstances may lead individuals to express 
generativity in some but not other roles (McAdams 2001) during the lifecourse.
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8.1.11. Pay attention to organizational (in)efficiency
Cohorts _  2005, 2006 and 2007 Organizational Efficiency
Caution - Concerns Continue Start
Organizational inefficiency (20 0 7 )
Insuffucient internal and external customer focus 
(2007)
Resourcing and outsourcing (2007)
(Business focus on what matters most and 
resources allocated accordingly (2005))
Purposeful project focus and 
resourcing (2007)
Organizational inefficiencies appear to be a particular concern for the 2007 cohort. Several 
related items are placed into the caution-concens-column. These include ‘too little 
proactivity’, ‘too little C.E. (cost efficiency)’, ’cost’, ‘silo-organization’, ‘micro-management’, 
‘isolation of scope’, ‘decision making (time, quality)’, ‘ineffectiveness (people, processes)’, 
‘complexity’, ‘bureaucracy’, ‘stop lose time’, ’meetings’, ‘reduce meetings’, ‘internal/external 
focus’ and ‘think more about customer (internal & external)’ and ‘low performance (too loyal 
@ times, managers too good to manage out)’.
In addition to the entire 2007 cohort, also two further groups in 2005 and 2006 make referrals 
to inefficiencies. These include aspects such as ‘build muscle not fat as we grow’, ’rapid- 
changes -  our ability to deal with change’, ‘maintain speed/flexibility’, ‘increase efficiency’, 
and ‘too little proactivity, too little cost efficiency’. However, these items will not be elaborated 
further as they represent general strategic and operational level concerns of management 
and herewith mirror the accountability of the sample.
Likewise the topic of customer-focus will not be reflected in more detail apart from 
mentioning that an organization’s customer focus is indeed associated with employee 
attraction and retention (Corporate Leadership Council 2009). Also ‘organization quickly 
resolves customer complaints’ was ranked a top 5 driver of engagement in the 35-44 age 
groups and top 6 driver of engagement in the 45-54 and 55 and older age groups in the 
Towers Perrin’s Global Workfoce Survey (2008).
However, many of the other features listed in connection with organizational inefficiencies 
have been found to have a considerable impact on employees’ work related attitudes, 
behaviours and decisions. For example, the participants note structural aspects like ‘silo- 
organization’, ’isolation of scope’ and ‘bureaucracy’ or cultural ones such as ‘micro­
management’. These features are associated in literature with the emergence of 
organizational barriers and inefficiencies (Beardsley et al. 2006), making professional work
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more complex and inefficient (Bryan and Joyce 2005) as well as with poor employee 
motivation, producer-focus and inertia (Knights and Willmot 2007, p. 480). Especially ‘micro­
management’ related behaviors such as surveillance and a low degree of self-determination 
and room to maneuveur have been found particularly detrimental to creativity at all ages 
(Amabile 1996; Grupas 1990; Jasper et al. 2001). Instead, the organizational characteristics 
of autonomy and decision-latitude, which represent nearly an inverse of the ones cautioned 
by the participants, have been found to be valued by older employees and contribute to 
higher performance, innovation, lower strain and stronger perceived workability (e.g. 
Binnewies et al. 2008; Gould et al. 2008; Hackman and Oldham 1980; Herzberg et al. 1957; 
Hunt 1992; Karasek and Theorell 1990; Ohly et al. 2006; Saba and Guerin 2005; Shalley et 
al. 2004).
Inefficiencies have furthermore been linked to inhibiting high-quality performance (Rothwell 
1999, p.6). The researcher assumes it as unlikely that the participants in this study regard 
the time { ‘stop lose time’) and energy spent with inefficiencies as something meaningful or as 
an accomplishment. Yet, the importance of feelings of accomplishment and doing something 
meaningful is considered a core determinant for positive work related behaviours and 
productivity in a number of theoretical constructs discussed in the literature review (e.g. 
Herzberg 1957; Hunt 1992; Khan 1990). Gaining a personal sense of accomplishment from 
the job is furthermore one of the four strongest motives for employees aged 55 and above to 
remain active in the workforce (Lord et al. 2004). Its relevance as a motivator is said to 
increase as employees grow older (Diekstra 2003; Heymann and Terlien 2003).
What is more, the linkage between organizational inefficiency and time and energy spent can 
be viewed from yet another perspective. Two groups in the 2005 cohort shared the concern 
of focussing on what matters most and allocating resources accordingly. A further group in 
2007 cautions ‘resource limitations’ and another group in 2006 requests to start ‘planning for 
adequate resources’. Also the need to pay attention to ‘meetings’ and to ‘reduce meetings’ is 
emphasized. These statements could suggest that the participants are somewhat reflective 
of continued demands on their capacities. For example senior managers in another inquiry 
report, that too many meetings eat into their time needed to deal with other business and 
herewith contribute to an extension of their working hours (Drew and Murtagh 2005). As 
already mentioned (8.1.7.), members in our study may value using their personal resources 
in a manner which is focussed and effective -  as opposed to investing in non-value adding 
undertakings. This tendency to concentrate on the essentials has been found in research as 
a way for older employees to sustain their performance levels given the gradual ageing- 
related reduction in one’s resources (Freund and Ebner 2005).
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When it comes to inefficiencies and the effective use of resources, the group-level data 
reveals a concern with ‘resource limitations1 on the one side and with ‘outsourcing’ on the 
other. A potential way out of the dilemma is proposed in the ‘start’-column with a 
concentration on ‘resourcing “right” projects and keeping expertise in house’. It could be that 
the outsourcing-related concerns in this study portend the need to pay attention to the 
potential increase in internal time and effort to manage the relationship between the 
organization and the external supplier.
Nevertheless, especially the last feature and the reference to “keeping expertise in house” 
could also tip-off to yet a more serious personal concern. Outsourcing has been associated 
with an adverse impact on older as well as more skilled workers. Some studies have found it 
to significantly reduce the job stability of older employees, increase the job-change hazard 
for high-skilled workers (Bachmann and Braun 2008; Munch 2005) and related concerns to 
have a negative impact on perceived individual productivity and performance (Rashdan
2005). Since literature sources predict a considerable increase in various forms of 
outsourcing (e.g. PriceWaterhouseCoopers 2008), it is likely that managers will become 
more and more exposed to it.
Another nonstandard insight related to organizational inefficiencies can also be identified 
from the data. A group is concerned about ‘ineffective (people, processes) and ‘low 
performance (too loyal @times -  managers too good to manage out)’. These accounts could 
be viewed in light of equity theory (Adams 1965; Furnham 2008, p. 299) and taken as being 
suggestive of some form of systemic and tolerated imbalance in the quantity and quality of 
work contributions. In fact, other company-internal surveys have depicted the culture as 
being ineffective in addressing low performance and as being conflict-averse. The 
performance of others seems to matter. Perceived inequities are considered to be a strong 
predictor of voluntary turnover (Morrison and Robinson 1997) and co-worker quality is the 
number three top driver of retention in a recent large-scale survey conducted by the 
Corporate Leadership Council’s survey (2009).
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8.1.12. Remain a privately held company
Cohorts _  2005,2006  and 2007 _ _  Privately Held Company
Caution - Concerns Continue Start
Remain a privately held company (2006)
Remain privately-held (2007)
Remaining a privately held enterpise is perceived by two of the cohorts as a factor which can 
support their sustained productivity, innovation and prolongued workforce participation. This 
dimension can be considered as a new and particular one. The review of literature provides 
no previous reference for the potential importance of private-ownership in impacting the 
behaviours or intents of an ageing workforce. Instead, there are plenty of studies examining 
in general the influence of employee ownership schemes on motivation, performance and 
retention (e.g. Kruse 2002; Michie et al. 2002).
The enterprise context in this study is distinct to the extent that the company finds itself in its 
fourth generation of private ownership within the same familes. Dating back to the early days 
of its existence, the owners have placed particular value and effort to remain independent, 
foster innovation, sustain a longterm view and care for the well-being of the employees as 
well as for society. Even today the corporation’s vision and blueprint, which have both been 
developed by the owners, continue to emphasize and communicate these fundamentals.
An examination of the underlying group level accounts reveal, that participants seem to 
associate private ownership with being ‘family-owned’, ‘self-governing’, ‘being independent’, 
‘not going public (i.e. no NYSE)’ and ‘longterm vision, values and culture’. The researcher is 
tempted to regard the first three items as an indication of the participants expecting a 
privately-held company to have a higher degree of enterprise-level autonomy and decision- 
latitude, i.e. to govern itself. This is in contrast to publicly traded ones which are known to 
face constraints posed by rigid data disclosures, submission of frequent statements and 
reports as well as the approval by diverse shareholder constructs. Findings in literature have 
showed, that organizational characteristics of autonomy and decision-latitude are valued by 
older employees and contribute to higher performance, innovation, lower strain and stronger 
perceived workability (e.g. Binnewies et al. 2008; Gould et al. 2008; Hackman and Oldham 
1980; Herzberg et al. 1957; Hunt 1992; Karasek and Theorell 1990; Ohly et al. 2006; Saba 
and Guerin 2005; Shalley et al. 2004).
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The first three items together with the ‘longterm vision, values and culture’, could furthermore 
indicate, that participants relate continued family-ownership to a culture of caring and a 
certain degree of stability. A caring culture is also ranked high in the Global Workforce Study 
(Towers Perrin 2008). “Senior management sincerely interested in employee well-being” is 
the top driver of employee engagement around the world in age groups 35-44, 45-54 and 55 
and older. Employee engagement in return has been linked to substantial impacts on 
operating margins and net profit margins (Harter et al. 2003, p. 8-12; 2009; ISR 2004; 2006).
The quest for a certain degree of stability in turn could again indicate that as opposed to 
being attracted to the radical or different, it is stability and structure what employees 
increasingly value from their early fourties onwards (Hunt’s 1992, p. 34). It is also thinkable 
that stability in this study is connected to an extent with prospects and hopes of lower job 
insecurities. After all, at the time of the inquiry, ownership structures had been predictable for 
more than a century, mergers appeared more than unlikely, and longterm employment 
relationships were an ubiquitous phenomenon. Especially job insecurities have been found to 
have a negative impact on levels of engagement (Corporate Leadership Council 2009). Also 
a job which is perceived as secure has increased an older individual’s confidence to cope 
with the demands of the job in the future despite poor health. Instead, perceived job 
insecurities reduced this confidence even amongst those who were healthy (Gould et al.
2008).
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8.1.13. Further themes to consider
In the following a brief view of some of the calls for further financial incentives and support for 
family-friendly practices will be taken since, in spite of their limited weight here, these items 
were repeatedly characterized as important ones in the review of literature. In addition, the 
request for nepotism in a particular country context will be shortly discussed. Although this 
feature appears to present a somewhat distinct one, there is evidence in literature of its 
positive impact on performance and retention.
Further Them es
Caution -Concern Continue Start
Childcare (2007 )
Support for child and elder care 
(2005 )
Improve family-friendly practices: 
child and eldercare (2006 ) 
Childcare (20 0 7 )
Financially attractive to retire (2007)
Expand longterm profit participaton 
- pay for performance (2006)
Good healthcare, prescriptions 
and medical coverage (2006 )
Enhancing internal pension plan 
(2006)
Improve access to health benefits 
and healthcare (2007)
Longterm profit sharing (20 0 6 )
Financial incentives - profit share 
(2007 )
Family-hiring (US Plants) (20 0 7 )
Working until 70? (20 0 5 )
Financial incentives
A total of 4 out of 12 groups make references to financial incentives as a factor impacting 
their desire to contribute and remain in the workforce. While one group is concerned about it 
being ’financially attractive to retire’, some other groups alert the need to offer ‘incentives for 
retention’, ‘add profit share or stock equivalents at mid manager and up’, to ‘create financial 
incentives for workers to stay -  profit sharing’, to ‘offering longterm revenue sharing -  
employee ownership’ and to put focus on ‘compensation’.
The fact that 1/3 of the groups in our study refer to financial incentives as a potential factor 
impacting their attitudes and behaviours resembles the findings from the AARP (2005) study 
encompassing 10 OECD countries. This research concluded that only 37 percent of the 
respondents perceived financial factors as their primary motivation to continued workforce 
participation. One should, however, consider two varying perspectives when viewing the 
outcomes of our inquiry.
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On the one hand, in the majority of OECD countries, the old-age pension systems have 
made it financially unattractive in the past for individuals to actually work after the age of 55 
(Blôndal and Scarpetta 1998; Gruber and Wise 2005). Especially the availability of pension 
and superannuation schemes as well as pension wealth have been found to contribute to 
early retirement (van Dalen and Henkens 2002; Hirsch 2003; Jackson et al. 2006). Hence, in 
this case, perhaps the call in our study for additional financial incentives could be considered 
as a means to outvie other income prospects as well as the lures of extra leisure time (e.g. 
Ebbinghaus 2006) in an attempt to keep senior level managers and knowledge workers on 
board. After all, there is indeed evidence suggesting a continued frequenting of earlier 
retirement ages amongst professional and manager cohorts (Scales and Scase 2001).
On the other hand, the relevance of financial factors is estimated to grow everywhere as a 
result from insecurities around retirement income, the extension of care-giving 
responsibilities, and the need to secure primary lifestyle requirements (James 2007; Lasslet 
1996; Reynolds et al. 2005; Towers Perrin 2008). Perhaps the request to continue 
‘enhancing internal pension plans’ is appreciated by the managers as a means to help to 
countervail the consequences of defined contribution plans.
However, instead of concentrating on pensions plans, the managers appear to call most 
frequently for other financial incentives. There where many publicly traded companies offer 
various broad-based stock option plans to their managers and employees to support 
attraction, retention, contribution and morale, the company in our study has a company- 
internal long term compensation plan (LTCP) which is tied to the success of the business 
measured over a longer period of time. Nevertheless, only a selected number of global 
executive level position holders are eligible for LTC (longterm compensation) and the 
eligibility is determined on the basis of a global job-evaluation. For all others, monetary 
retention incentives, stock equivalent or longer term profit share schemes are not obtainable.
Given the previous, it could well be that the managers in our study consider the offering of 
various broader based financial incentives e.g. ‘profit sharing schemes’ as an imperative for 
performance, competitiveness, and retention amid changing demographics. As already 
mentioned in conjunction with the dimension of ‘remaining a privately held enterprise’, there 
are plenty of studies examining the relevance and benefit of employee ownership schemes 
on motivation, performance and retention (e.g. Kruse 2002; Michie et al. 2002).
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Support for family-friendly practices: child and elderly care
A special feature in the findings is that where family-friendly practices, such as support for 
child- or eldercare, have a prominent place in literature, they receive attention in merely 3 out 
of 12 groups i.e. a single group in each annual cohort. Could it be that these numbers are a 
reflection of the relatively small amount of female participants in the study cohorts? And if so, 
could it be that related themes are still moreso a concern for women and the managers 
expect this trend to continue into the future? Whichever the case, it is essential to recall, that 
an organization’s support for care responsibilities has been identified as one of the top five 
criteria by which female executives age-independently determine an organization’s ability to 
foster their careers (McLean et al. 2003). Thus, already in today’s world of work the 
availability of related provisions appear to be crucial for women.
Returning back to some of the findings in our study, an interesting observation is that one of 
the groups places ‘child care’ into the continue-column as well as into the start-column. This 
is likely to reflect varying realities within that group of managers i.e. some appreciating the 
programs and services which are already provided by the organization and others still waiting 
for adequate support measures to be introduced in their units. Within the other two annual 
cohorts also the urge to commence with ‘child care support’ and to ‘improve family 
friendliness -  on-site childcare’ is voiced. In addition, there is the call to start with ‘elder care 
support’ and to recognize that ‘elder care concerns -  bigger than childcare challenges’.
Other studies have as well substantiated the importance of such family-friendly policies and 
practices to employee performance and retention. Work-to-family conflicts have been 
significantly related to employee’s reports of job stress (Hammer et al. 2004; Moore 2004), 
higher levels of work overload, lower levels of work-performance, higher levels of 
absenteeism (Anderson et al. 2002; Barling et al. 2005, p. 129) and predicted intentions to 
exit (Anderson et al. 2002; Greenhaus et al. 2001). Likewise, family-aware/friendly practices 
have been shown to drive employee engagement (Robinson et al. 2004) and lead to a better 
balance in accommodating high level effort at work and care-taking responsibilities (e.g. 
Hammer 2004; Schneider et al. 2008).
Although childcare responsibilities are still predominant, projections foresee that the number 
of individuals with eldercare responsibilities will increase beyond that of childcare ones within 
the next decade (Davey and Keeling 2004). Hence, the call of some of the managers in our 
study for ‘eldercare support’ and the remark that ‘elder care concerns -  bigger than childcare 
challenges’ find herewith particular justification in literature in light of the overall ageing of 
societies. What is more, the fact that all eldercare related items in our inquiry are allocated
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into the start-column could indicate that managers perceive respective provisions currently 
as non-existent. These findings would support the studies from Martin-Matthews and Phillips 
(2008) and Davey (2007) which conclude, that although eldercare demands are expected to 
have an impact on employees’ endurance, productivity, and decision to exit, so far eldercare 
responsibilities have attained only limited notice. Accordingly, the availability of family-friendly 
policies and practices can be expected to foster or impede the contributions and extended 
workforce participation of some of the ageing (female?) leaders.
Family-hiring
A particular item worth noting is the ‘family hiring (US Plants)’. The corporation is recognized 
as a privately held one in which generations of families have worked throughout the past 
century. Consequently, for a number of the organizations hiring family-members has been 
and still continues to be normal practice. Nevertheless, in some other ones it is restricted by 
local human resource policies or even prohibited by national laws. Placing the matter under 
the ‘start’-column could indicate, that some of the managers who work for units where family- 
hiring is not practiced, regard nepotism as a factor which could foster their continued ability 
and willingness to remain productive and innovative in the company’s workforce until older 
age.
As far as external findings are concerned, there is indeed evidence of positive effects of 
family-hiring such as lower employee risk, higher performance, longterm commitment and 
lower employee turnover (e.g. Molofsky 1999; Nelton 1998; Singell and Thornton 1997). Yet, 
at the same time, it is important to consider that nepotism is also associated with 
dysfunctional outcomes such as favouritism, the perception of bias and lack of equity, 
conflicts of interest and discrimination, homogeneity, limitation of diversity, undermining the 
flow of new ideas and perspectives into the organization as well as organizational inertia 
which prevents healthy change and nurtures inefficiency (e.g. Hernandez and Page 2006; 
Padgett 2005).
All in all, nepotism is still considered one of the least researched and understood human 
resource practices (Vinton 1998). Hence, there is a call for more work to explore both the 
positive and negative effects of nepotism. This should include examining the conditions 
under which each of them exist so that its benefits could be better exploited and its likely 
pitfalls avoided (Laker and Williams 2003).
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8.2. Some limitations of the research and how to further it from here
The study addresses the call for exploratory research and theory building to investigate 
factors at a company level which could foster or hinder the will and ability of an increasingly 
ageing workforce to continued performance, innovation and extended contribution in the 
workforce (Buck et al 2002; Kanfer and Ackermann 2004; Ministry of Social Affairs and 
Health 2002). Consequently, it is guided by the framework of constructivism and an inductive 
research approach to allow a wide breadth of insights, foresights and meaning to emerge 
from the subjective reflections of some of the individuals who are anticipated to be 
increasingly impacted by the developments.
In line with the chosen research approach, participatory and exploratory methods of inquiry 
and analysis have been applied in an effort to discern focal points related to the needs and 
aspirations of those living in the system and being most likely impacted by the developments. 
While these choices have been deliberate to serve the aim of the study, they have 
concurrently resulted in clear limitations and weaknesses which the researcher 
acknowledges. These relate to a number of aspects ranging from the sampling strategy, to 
the process of data gathering, data analysis and finally discussion of the outcomes.
Commencing with the sampling strategy, it is asserted, that in many enterprises those aged 
40-50 years already form the nucleus of today’s workforce and companies are becoming 
aware that this cohort will also constitute the core working group in ten years from now 
(Hasselhorn and Freude 2007). This is also the cohort which is seen to serve as an initial 
disruptive force prompting the need to address new realities in the world of work emerging 
from a permanently older workforce population (Coughlin 2008, p. 2; ILO 2004). 
Furthermore, it is anticipated, that especially mature and skilled managers and 
knowledgeworkers will become an important and sought after source for labour in the next 
decades (Economic Policy Committee 2005).
In this study, the aim was to capture the reflections of diverse individuals representing for the 
most part 40-50 year old senior level leaders and knowledgeworkers within the context of a 
single global corporation. Herewith, the outcomes offer knowledge which is confined to a 
particular context and does not enable extending the findings to wider companies or 
populations external to the corporation in scope. Even the transferability of the findings to a 
larger population of senior leaders and knowledgeworkers within the corporation itself can be 
contested due to the purposive sampling approach. Purposive sampling is not only 
considered a cornerstone of constructivist research (Rodwell 1998, p. 29), but using 
probability sampling to attain a representative sample of individuals across geographies in
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order for them to attend the participatory inquiries would have resulted in insurmountable 
travel logistics, costs, and language challenges.
Given the previous, the researcher admits to a degree of unavoidable bias in the sampling 
strategy since not the subjects per se, but moreso the entire annual subject cohorts have 
been purposefully selected to meet certain criteria which are relevant to the objective of the 
study (e.g. Bryman and Bell 2003; Patton 2002; Rodwell 1998). One of the core intentions 
was to involve primarily individuals in the age range of 37 -  50 plus in to the inquiry. Another 
one was to attain a level of maximum variation across a sample. And it is in this respect, that 
already from the outset, the composition of these three annual cohorts was grounded on the 
representation of varying nationalities, cultures, gender, current business areas, professional 
backgrounds, work experience, tenure with the corporation, and management levels. 
Accordingly, it is thinkable, that in addition to the generalizability of the findings within the 
cohort studied (Maxwell 2005, p. 115), the outcomes could with some limitations, allow 
transferability to a larger population of senior level leaders and knowledgeworkers within the 
corporation. This would not occur based on statistical grounds, but on the principles of 
analytic generalizations since at least the structure of the cohorts and the timing of the 
inquiry have varied from one sample to the other (e.g. Glaser and Strauss 1967; Thietart et 
al. 2001, p. 164).
As far as the participatory process of data gathering is concerned, it must be acknowledged, 
that the possible impact of diverse group dynamics (see Bryman and Bell 2003, p. 369-381 ; 
Patton 2002, p. 386-388) could not be controlled for. The researcher recognizes that 
especially in management research certain resulting biases and impediments are known to 
be all the more obvious (Thietart et al 2001, p. 182). To what extent such dynamics have had 
an effect on the process of discussion, the contributions made, the items recorded by the 
groups and herewith the data attained for the analysis, is unknown.
Also there is a probability, that language issues have had an impact on the outcomes. 
Considering the international composition of the groups, it is more than likely that some 
participants have held their verbal contributions back during the focus group discussion 
if/when they have anticipated difficulties in expressing themselves sufficiently in a foreign 
language. Moreover, some of the input might have also been misinterpreted and captured 
incorrectly or incompletely not only because of the varying ways in which the subjects view 
realities (Thietart et al. 2003, p. 16-23) but due to plain language barriers. It is also feasible 
that those with strong English abilities (approximately 1/3 of participants were native English 
speakers in all cohorts) were more capable and prone to share their insights. As already
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mentioned in chapter six, despite careful instructions provided to the groups and those 
gathering the views of the group members, the language related issues might well have led 
to some extent of imbalance in contributions (e.g. favouring English-speaking cultures?) 
which could herewith be reflected unintentionally in the outcomes. Even in the case of 
individual collaging, there is a likelihood that a language challenge has led to a 
misunderstanding of the instructions and resulted in one out of the 55 collages having to be 
left out of the analysis.
A further clear limitation of the chosen data gathering process is that the role of the 
researcher in the inquiry process might well have undercut the depth of understanding of 
each individual experience and account -  something considered an asset when using a 
variety of more traditional qualitative inquiry methods (Saunders et al. 2003, p. 250). Making 
use of this virtue was left intentionally unattended since the focus of the inquiry was not to 
pose a number of more specific questions to the individuals, probe particular understandings, 
or infer causal relationships between variables. Instead, the research sought to open up for 
an unlimited breadth of perceptions and capture the core experiences, reflections, foresights, 
and important shared patterns that cut across units (Patton 2002, p. 235).
This trade-off hindered the further investigation of possibly disconfirming (singular) views 
which could have been interesting to extract for a more in-depth analysis. Some of these 
alluded items include the personal desire to actually work until 70 (?), perceived signs of age- 
discrimination in the organization, the deeper reasons underpinning the inability to digitally 
disconnect, etc. In fact, in-depth interviews are significantly more likely to address sensitive 
topics than focus group discussion and the two forms of inquiry are shown to yield somewhat 
different, in other words complementary, information (Kaplowitz and Hoehn 2001).
Yet, the greatest limitation in this study is the researcher herself. She cannot but admit that 
every form of study necessitates some assumptions that inform how the study is conducted. 
What applies here is that “the prior knowledge, experience and attitudes of the researcher 
influence not only how the researcher sees things but also what she or he is" (Bryman and 
Bell 2003, p. 27). Hence, it is impossible to exclude the actual influence of the researcher in 
a qualitative study (Hammersley and Atkinson 1994). And the researcher believes that “truth 
is unattainable because reality itself is not single and static, and reality is also inevitably 
influenced and altered by any processes through which a researcher attempts to investigate 
and represent it” (Wetherell et al. 2001, p. 319).
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Especially in the data analysis phase, the researcher’s interpretation of other’s input and 
insights has ultimately and inherently been subjective (Patton 2002, p. 49), viewed through 
her lenses, and prevented it from being value-free. Although she has sought to maintain a 
stance of neutrality throughout the analysis process and respect the emergence of cognitions 
without a predetermined perspective or construct in mind, the researcher cannot escape 
what she knows. This has undoubtedly driven the way in which data has been allocated into 
emerging categories -  an activity which has to a large extent formed the basis for the actual 
findings. Therefore, others viewing the data through their particular lenses are likely to 
produce differing findings despite the ‘thick description’ provided. Hence, the researcher 
subscribes to the notion, that data derived from constructivist inquiry have neither special 
status nor legitimation; they represent simply another construction to be taken into account in 
the move towards more consensus (Guba and Lincoln 1989, p. 44-45).
Finally, the collages offer a complementing source of validation to the outcome of the focus 
group discussions since they were created on an individual basis without limitations imposed 
by the researcher or other group dynamics. However, making sense of the vast amount of 
pictorial data and attributing correct meaning to it without the verbal accounts of the 
individual participants is an undertaking which is bound to suffer from incompleteness and 
subjective selection by the researcher. The findings should be viewed with this clear 
limitation in mind.
There is in fact an obvious absence of further triangulation in this study to improve the 
understanding around conducive and impeding factors of relevance. As already mentioned, 
the study could be furthered by investigating deeper the potential facets and reasons 
underpinning various features which emerge in the data. For example, it would be interesting 
to know what really prevents the frequently voiced inability to digitally disconnect and what 
would be needed to successfully address this apparently adverse phenomenon. Or it would 
be important to understand the kind of experiences or observations which substantiate the 
alluded age-discrimination concerns. Either in-depth interviews or smaller group discussions 
could be used as methods to attain more helpful insights.
Also, when it comes to the relevance of the 12 dimensions identified in the study it should be 
remembered, that the data was gathered before the financial crisis as well as before the 
corporation embarked on a new strategic and structural course. There is a likelihood that in 
the meanwhile the variables have been subject to shifts which reflect the influence of these 
changes (see e.g. difference between Corporate Leadership Council’s survey results 2006 
and 2009). Aside from this, the dimensions have emerged from important shared patterns 
that cut across units (Patton 2002, p. 235) representing a maximum variation of diversity.
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Thus, it has not been possible to extract and understand how these dimensions stand vis-a- 
vis the individual geographies and whether a number of other significant country-related 
features have remained uncovered. Yet, it could be assumed that their role is considerable. 
After all, based on two extensive international studies, the Corporate Leadership Council 
(2006 and 2009) found that geography explains as much as 72 percent of the variations in 
their research.
Finally, it would be intriguing to investigate the relative importance of the factors i.e. what is 
actually more important to the individuals across and within geographies and within the 
groups of male and female leaders. Or, to examine what they would be willing to give up in 
order to gain i.e. making choices between the one vs. the other. For example quantitative 
surveys with rankings and/or clear choices between the factors (Rokeach 1973) or in-depth 
interviews could be applied for these purposes. Informed by the review of literature, such 
outcomes could have a longterm predictive value considering that the decision patterns are 
unlikely to reverse except for perhaps during specific periods only (Hunt 1992, p. 29).
Altogether, this research offers merely one perspective as an option to consider amid the 
prevalence of a constructed, multiple, and ever-changing reality. After all, “each moment of 
our lives, each thing we say, is equally true and false. It is true, because at the very moment 
we are saying it that is the only reality, and it is false because the next moment another 
reality will replace it” (Simic 2000, p. 11). This will guarantee that studying social reality 
around the needs and desires of an ageing workforce will remain a continuous undertaking.
8.3. How the findings could benefit the organization and some 
recommendations
The study set out to uncover factors which international senior management level leaders 
and knowledgeworkers perceive and foresee as relevant to their ability and will to perform 
and innovate as they age - and ultimately extend their productive years in the workforce. A 
total of 12 dimensions surfaced within the context of the global corporation which could be of 
impeding and/or conducive relevance. These dimensions and some of the facets which 
appear to underpin them can be compiled into a tentative conceptual framework. The frame 
offers a point of reference for discussions and it includes options to consider when looking for 
ways to improve the working experience and continued work contributions of the ageing 
leaders.
While eight out of twelve dimensions relate directly to strategic human resource management 
policies and practices, four can be associated mainly with the corporation’s overriding
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business policies and practices. The latter ones include the request to maintain ethical and 
caring values (e.g. caring culture, ethical behavior) and the distinct calls to maintain a 
longterm strategic view on global competitiveness and economic value added, as well as to 
remain a privately held company. These two particular aspects appear to convey some 
degree of farsightedness, future-orientation and predictability as well as enterprise-level 
autonomy and decision-latitude which are appreciated by the ageing respondents. Whereas 
the three dimensions are perceived as conducive ones, the fourth dimension i.e. the need to 
pay attention to organizational (in)efficiency represents one with hindering potential. 
Inefficiencies appear to absorb time and energy. And the way in which both of these 
resources are utilized seems to become increasingly significant as leaders age.
The remaining eight dimensions the ones which are relevant from a strategic human 
resource management perspective, are outlined here for easy access and handling. The 
overview includes some indications of arising trends and a few recommendations for 
consideration. Hence, the research suggests that it could be relevant for the corporation to
• A. Offer a variety of flexible work arrangements i.e. consider varying
> ways in which work is scheduled,
> locations where work could be done,
>  working models,
> enabling technologies,
>  regulations of workloads and
>  adjustments to compensation.
A recommendation would be to examine various options for flexibility, to make a 
feasible portfolio of possibilities available for individuals in leadership positions, and 
communicate openly both the benefits and potential trade-offs of the options.
• B. Pay attention to worklife balance and to attaining a clear division between work 
and time off i.e. seek ways to address more effectively
> a sustained reality of long working hours and
> an extension of work related availability into one’s private life (especially the 
inability to digitally disconnect).
A recommendation would be to further examine the main reasons for the adverse 
outgrowth of this phenomenon within the corporation. Depending on the outcomes, 
this could be an area where introducing a corporate policy to help to countervail some 
of the 24/7 and ‘Now Time’ -practices and/or related implicit norms should be 
considered. Sure enough, the data in our study indicates a clear need to manage a
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shift from today’s overly connected and time-intense world of work to one in which 
challenges and competition remain, but time is also freed for other areas of life.
• C. Pay attention to inclusion, fair treatment and making use of (age-) diversity i.e. 
there is a need
> for more inclusive and appreciative social norms, policies, and practices in the 
corporation
> to take on a strengths-based perspective on ageing and promoting the 
significance of feeling valued and being purposefully involved
> to introduce and use inter-age teams (e.g. opportunities for intergenerational 
knowledge transfer)
and to
• D. Provide opportunities for mentoring and coaching others.
A recommendation in light of these two dimensions would be to consider especially 
the use of inter-age teams and the provision of opportunities for mentoring and 
coaching as effective ways to foster a change in prevalent attitudes and practices 
which could impede the contributions of the ageing. These are two concrete and 
practical measures that can serve to signalize to the ageing leaders the kind of sense 
of purpose, being valued, and being in demand which they appear to need. And at the 
same time the organization could be expected to benefit from the cross-fertilization of 
experiences and ideas as well as from an increased level of knowledge-transfer.
• E. Ensure opportunities for continued development and personal growth i.e.
> root an overriding philosophy and practise of life-long learning into the 
company -  equip people of all ages for now and the future
> ensure older employees have the same development opportunities as younger 
ones in terms of access to training and career advancement
s  maintain the practise of development planning as an integrated part of the 
annual employee-supervisor dialogues
>  allocate and allow time for development
> expand Bl Academy modules to address the needs of ageing leaders
> offer job rotations within functions (regional and international), cross-functional 
opportunities (even cross-functional expatriation opportunities), and new 
challenges.
A recommendation would be to find in particular ways to increase the availability of 
various assignments, rotations, and project work that broaden the capabilites of the
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ageing leaders. The necessity to break out of narrowed functional silos, to expand 
cross-functional exposure, and to further international abilities is voiced clearly as a 
prerequisite for continued contributions.
• F. Start to focus on health, fitness and well-being i.e.
> establish a strong dialogue and collaborative partnership between the 
employer and employee to find ways to address the changes in the dynamic 
interplay between work and individual resources throughout one’s career
> offer ‘help to self-help’ in terms of stress-management
> promote and encourage the need, acceptance, and making active use of sport 
and wellness activities and/or facilities.
A recommendation would be to bring discussions and further investigations related to 
this dimension to the fore. A definite trend can be identified (especially in the 
collages) in which the respondents’ personal health, fitness and well-being attain 
significant prominence in the leaders’ projections of the future.
• G. Continue with Lead & Learn culture of working together i.e.
s  proceed to strengthen a mindset and practices that advance a broad-based 
understanding of leadership 
and in conjunction with this
• H. Continue with participatory leadership and work practices i.e.
s  enable decision-making latitude,
> put more focus on teamwork and collaboration
s  maintain a transparent global communication approach (e.g. communication of 
corporate goals/objectives, sharing information on business operations and 
results as well as news from others sites).
A recommendation would be to concentrate on informing, creating common 
understanding of, and integrating the basic understandings of Lead & Learn into the 
organizations as these incorporate the core of both dimensions. Human Resources 
should continue to build Lead & Learn into its people related processes over time and 
to ensure support for others where needed (e.g. teambuilding, coaching, leadership 
development). The outcomes of the study show, that although Lead & Learn was first 
introduced into the corporation in 2005, already in the cohorts of 2006 and 2007 it 
emerges as a factor with a wide breadth of relevance cutting across all groups. Thus, 
the dimension could be expected to have strong conducive potential in impacting 
favourable work related attitudes and behaviours.
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8.4. Concluding summary
The literature review provides evidence that treating age as an indicator of aptitude is 
misleading. Even the determination of ‘old’ is highly influenced by the way life course is 
institutionalized within the context of each organization. Challenging widespread 
disadvantageous concerns associated with ageing employees, studies have found older 
workers to be both productive and profitable (Towers Perrin/AARP 2005). Also ageing has 
not been found to constitute a threat for creativity or innovation. On the contrary; studies 
reveal, that older individuals are often highly creative and productive (Jones 2005; NBER
2006) especially in terms of experimental innovation i.e. ideas that emerge from a life time of 
observation and learning (Galenson 2004; Weinberg 2006). Furthermore, they have been 
found in many studies to score highest rankings with regard to work related motivation, 
engagement, and satisfaction.
Evidence-based studies admittedly depict that ageing as such increases the individual 
differences in all occupations (Gould et al. 2008; llmarinen and Rantanen 1999). Yet, the 
variations within age groups are shown by far to exceed those across age groups (Agarwal 
and DeGroote 1998 p. 42 -  52; Warr 1994). And, it is in particular the organizational context, 
that can be expected to have a significant impact on the extent to which ageing employees, 
regardless of their disposition, maintain their work ability and are willing and able to engage 
in productive and innovative behaviour - not to mention extend their participation in the 
workforce. The organizational context in return is strongly influenced by its management and 
human resource policies and practices.
Based on the many findings revealing prevalent practices towards and experiences of older 
employees in the workforce, one cannot but conclude, that several facets of the working 
experience which today’s organizations provide for are not apt to what is known about some 
of the needs, values, and aspirations of the older cohorts. There is little compatibility between 
what seem as arising necessities of the ageing on the one hand and provisions by the 
organizations on the other. There is also only limited indication that companies are viewing 
their offerings to employees in relation to the needs of an ageing workforce (Parry 2008, p. 
22). Moreover, little is known about how to best manage and motivate an increasingly ageing 
workforce (Kanfer and Ackermann 2004; Kanfer et al. 2008). It would not perhaps be too 
bold to assert, that ageing today is a concern not only for the employers, but equally for 
employees as they anticipate that ageing will bring along problems in the workplace 
(Kauppinen et al. 2004) resulting not in the least from indifferent or even unfavourable 
employer-driven attitudes, policies, and practices.
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A rethink of the world of work is inevitable. Companies are projected to become increasingly 
dependent on the active and prolonged contributions of a progressively ageing workforce in 
order to remain competitive in the global marketplace (Commission of the European 
Communities 2006; OECD 2005; Watson Wyatt 2004). In many enterprises those aged 40- 
50 already form the nucleus of the workforce and there is growing awareness that this cohort 
will also constitute the core working group in ten years (Hasselhorn and Freude 2007). Also 
large cohorts of employees are predicted to have to work for longer due to financial 
necessities, growing uncertainties surrounding pension security and weakening social 
networks (James 2007; Reynolds et al. 2005; Towers Perrin 2008).
The majority of work related renewal initiatives, changes, and measures can be expected to 
presuppose the active and collaborative involvement of employers and employees. Yet, how 
should the world of work be novated in light of the changing business demands? What is 
needed to support and foster the continued performance and innovative capacity of an 
increasingly ageing workforce and to prolongue its active contributions in employment?
To gain a better understanding of potential options, this research set out to uncover factors 
which 92 international senior management level leaders and knowledgeworkers (mainly aged 
40-50) in a global corporation consider relevant regarding their sustained ability and will to 
perform and innovate - and ultimately extend their productive and innovative years in the 
workforce. The objective was to
- bring to surface areas which could have a considerable conducive or hindering impact 
within this context
- recognize similarities and trends
- identify broad issues of principle which could require corporate-driven revaluation of 
current policies and/or practices to support purposeful change in the workplace
- develop a tentative conceptual framework which can be used as a point of reference 
for further internal and collaborative workplace intervention design amid permanently 
changing requirements of work and an individual’s resources.
To capture their subjective reflections and foresights, individual collaging and focus group 
discussions were applied as participatory research methods. In the collages the participants 
portrayed
• How they perceive their world of work today
• What their working world for the future, one which would attract and enable them to 
remain productive and innovative in the workforce until the age of 70, would look like, 
if they had the freedom to design it.
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In the focus group discussions the participants recorded their perceptions on how their world 
of work should be renewed to enable and encourage the respondents to remain productive 
and innovative in the workforce up until and beyond the official retirement age. Guided by the 
stop, start, continue-methodology the groups shared and captured both conducive and 
hindering features which could have a considerable impact i.e.
• factors they regard as a concern and recommend the company to caution and pay
attention to,
• factors that are appreciated and are recommended to maintain/continue with and
• factors that should be introduced and commenced with.
The inquiry was conducted in three annual cohorts (2005, 2006, 2007). It produced a total of 
55 individual collages and 36 group discussion re-caps as data for an inductive analysis. 
The reflections, insights and foresights surface the following to be considered in light of the 
objectives of the study;
1. Today’s world of work is portrayed as one with heavy work demands, competition, a lot of 
travel, being wired, feeling pressure, and trying to balance between work and family. The 
aspired future world of work (one which could attract and enable the leaders to remain 
productive and innovative in the workforce until the age of 70) portrays predominantly various 
flexible work arrangements, attending to health, fitness, and well-being, continuing to be 
challenged, making a difference, being in demand, being appreciated and recognized, and 
having time for family, friends and personal interests. These thematic consistencies and 
trends in the collages are distinct.
2. A total of 12 dimensions of relevance surface from the focus-group inquiry which could 
bear the potential to foster or impede the leaders’ ability and will to perform and innovate as 
they age - and ultimately extend their productive years in the workforce. Eight of them are 
influençable by human resource policies and practices. They contain to a large extent the 
same features which were portrayed in the collages. The remaining four dimensions are 
linked moreso to the overall company context.
In the following the dimensions are outlined with a remark indicating as to whether they are 
currently perceived as impeding or fostering factors i.e.
• offer a variety of flexible work arrangements (fostering -  need to start with)
• pay attention to work-life balance and to attaining a clear division between work and 
time off as predominant (impeding- needs to be addressed)
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• pay attention to inclusion, fair treatment and making use of (age-) diversity (impeding-  
needs to be addressed)
• ensuring opportunities for continued development and personal growth (fostering - 
already appreciated - could be further expanded)
• start to focus on health and well-being (fostering -  need to start with)
• continue with the company’s Lead & Lead culture of working together (fostering -  already 
appreciated - should be maintained)
•  continue with participatory leadership and work practices (fostering -  already appreciated - 
should be maintained)
• provide opportunities for mentoring and coaching (fostering -  need to start with)
and
• Maintain a long-term strategic view on global competitiveness and economic value 
added (fostering -  already appreciated - should be maintained)
• Maintain ethical and caring values (fostering -  already appreciated - should be maintained)
• Pay attention to organizational (in)efficiency (impeding- needs to be addressed)
• Remain a privately held company (fostering -  already appreciated - should be maintained.)
The 12 dimensions and some of the facets which appear to underpin them have been 
compiled into a tentative conceptual framework. The frame offers a point of reference for 
discussions. It includes options for consideration as well as some recommendations for 
policies and practices to support fostering the working experience and continued work 
contributions of the ageing leaders.
On the basis of the study, the corporation is encouraged to consider focussing efforts on 
some of the emerging possibilities; enhance the availability of flexible working arrangements, 
enable leaders to ‘regain some more time’ for other areas in life and to ‘digitally disconnect’ 
(e.g. consider policies), increase their feelings of being valued/in demand/having a purpose 
also as they age {e.g. introduce inter-age teams/opportunities for mentoring/coaching), 
reinforce their sentiment of being a part of the whole and staying connected, provide 
opportunities to broaden their capabilities, enable the acquiring/strengthening of skills which 
are becoming increasingly relevant {e.g. international aspects) and herewith build confidence 
in their ability to master evolving demands, and make it feasible to attend to personal health 
and well-being. These may help to promote ageing friendly attitudes and actions -  and 
ultimately, support addressing some of the corporation’s longterm people needs already 
today.
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REFLECTIONS
This dissertation journey has been a rich and rewarding yet at the same time an absorbing 
and cumbersome one. The only constant which Professor David Gilbert promised was that 
the undertaking would be full of glories and pitfalls, wins and struggles. And reflecting back 
on the process, these have been the exact ingredients underlying the experience.
Rewarding in that the process has enabled adding new and needed insights and 
understandings to the corporation’s strategic human resource management relevant body of 
knowledge amid the ‘age of ageing’. The ‘in vivo’ data, which was generated by the 
international senior management level leaders and knowledge-workers, has provided a 
means to discover some shared characteristics in their current reality as well as their needs 
and projections for the future. In particular it has allowed me to uncover factors that could be 
relevant for their sustained ability and will to perform and innovate as they age - and 
ultimately extend their productive and innovative years in the workforce.
Subsequently, the inquiry approach, the outcomes of the research, and related 
recommendations have been welcomed by the corporate human resources division and the 
«  Perspektive Démographie «  taskforce to inform on-going strategic discussions and 
tactical planning. The frame of reference is now used to re-evaluate the taskforce’s scope of 
activity and measures which have been initiated either globally or locally up to date. While 
some of the areas are well-covered, the research and ensuing deliberations amongst the 
decision-makers suggest, that other areas clearly require attending to. Thus, it is to be 
expected that a certain degree of shifting in thematic foci will be on the agenda along with the 
launch of associated new projects and practices.
When it comes to the research process itself, it has been a mix of all what David ‘promised’. 
It has involved a lot of learning and broadening of my understanding around the 
phenomenon under study. There have been extensive periods of time spent consuming the 
work of others, being incited and captivated by their theories and findings. With the literature 
offering possibilities for so many interesting thematic encounters in connection with the topic, 
I have found myself travelling down numerous roads full of information which is fascinating, 
but not that relevant to the study. Nevertheless, these loops and detours have been essential 
as they not only increased my yearning to continue discovering more about the age of 
ageing, but they equally helped me to recognize what it is, that I actually want to focus on. 
My personal take away as a researcher has been the humble realization that this topic area
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is and will remain a wide and enigmatic one due to the infinite number of influences involved 
(in line with Kanfer et al. 2008, p. 605). Yet, in the midst of this complexity, I am convinced, 
that participatory inquiry approaches can provide a practical means to seize insights and 
foresights, to identify conventional and new options for consideration, and herewith help an 
organization to move forward with human resources policies and practices that can be 
perceived as purposeful.
All in all, looking back at the whole, it feels like the participatory research sessions in 
themselves were an informative and invigorating experience both for the participants as well 
as for the researcher. Witnessing the sentiment of enthusiasm and sharing which occurred 
during the workshops was impressive. And it was these reflections of the sessions and the 
data which the participants subsequently trusted in my hands that provided an important 
source and grounds to follow through with the undertaking. At the same time though, I must 
admit, that the amount of data produced was overwhelming. Amid analyzing the qualitative 
material, and trying to ‘do justice’ to its content, I found myself frequently questioning whether 
or not I was actually able to live up to the minimum expectations set by Fink (2008, p. 129) 
on someone conducting qualitative research: the process should be creative in the sense 
that it brings new insights and /or solutions to the surface.
Accordingly, I now believe, that the real learning about the phenomenon under study, about 
the valuable reflections of those involved, about the nature of qualitative research, and about 
myself as a researcher occurred when I was ready ‘not to know’, to bear uncertainties, to 
remain critical, and allow cognizance to emerge from all what was there. And, most of all, 
when I accepted my own fallibility as a basic condition and yet proceeded in the end with 
what appeared to be meaningful. These conditions helped me to build trust in the process of 
inquiry and in something developing as an outcome of this resolute pondering. However, the 
confidence in the approach and the results would have been unlikely had I not had the 
possibility to enhance what seems now a core prerequisite: the broader and deeper 
grounding of the work in academic literature. Besides, I was fortunate to experience Fraser 
Macfarlane as a true and patient sparring partner. In the wee hours of the morning his few, 
yet carefully selected critical questions have kept me grounded and ‘sane’.
Finally, although researching is a truly valuable discovery and personal development 
experience, it also necessitates making significant space and time available in one’s life for 
such a journey. Improving planning of one’s time and resources, using weekends and later 
night and early morning hours effectively, and re-shifting priorities becomes a way of life. 
Nevertheless, even the best planning cannot work without the enabling and encouraging role
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of others around you -  of those few, who as consequence of their support, often end up 
having much less of you. Without the amazing support of my dear husband Veit, and our 
children Tove, Thyra and Thor, I would have certainly not been able to accomplish this 
undertaking at this time in life. Yet, it is in the midst of this all, that also I have come to 
understand, what is really important for me as a person and as a professional. While I wish to 
learn more and continue to be challenged, above all I will commence to make shifts to ‘regain 
more time’ for what really matters in my life -  my loved ones and dear friends. They are the 
source of my strength and ideas. They will foster my ability to contribute and innovate in the 
long-term.
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Figure: Preliminary Conceptual Map Underpinning the DBA thesis
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Figure: Study Trail
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CHAPTER 7 -  Appendices 7.1. -  7.4.
Tables and text: ‘In vivo’ data and details of analysis regarding Cohort _2005
7.1. Summary template_ 2005 Cohort_ Data provided by Group level
Discussions
2005
Workshop
Groups
Caution - Concerns Continue Start
1
Openness to all options i.e. electronic commuting 
Workplace flexibility
Bias - diversity sensitiveness and age discrimination? 
Time for development 
Life balance
Don’t under-resource - set realistic expectations and 
streamline processes
Reinforce greater flexibility and acceptability of 
wellness use
Education opportunities 
Improve compensation programs 
Invest in physical plant/facilities 
Transparent Business operations - providing 
employee information, improving communication, 
global sharing
Solicit Employee input on benefit / performance 
improvement
Expand succession plan use 
Expand Mentoring
Sharing business info, i.e. employee forums 
Develop Bl name ID 
Employee Recruitment 
Sales
Use more technology (Mexico)
Elder care support 
Child care support 
Mentoring
Sharing News from other sites/ CPUs 
Increase training support - Bl Academy, training and 
development modules, continuous development 
philosophy
Use interdisciplinary groups for key process decision­
making 
Job sharing
2
Continuous challenge and tough 'fights'
Rapid changes - our ability to deal with change
Teamwork and leadership - reinforce coaching skills
Need for balance/flexibility
Catching opportunities as they come
Stress in the environment
Desire to grow and not to stagnate
Maintain BIVA
Longterm view and financial stability
Balancing
Coaching
- developing people
- ability to mentor (younger) staff
- add value continuously
Creating an organization that values experience, age, 
wisdom, diversity 
More flexible schedules
Ability to stay healthy and maintain a positive attitude 
Ability to continue growing and learning
- staying challenged
- creating an opportunity to grow and learn throughout 
your career
Organization needs to accept and embrace as a 
starting point
- changing career life-cycles,
- company and employee can't maintain same work 
expectations through one's entire career,
- a strong partnership with acceptance of changing 
expectations
3
Maintain motivation 
Financial long term stability 
Build muscle not fat as we grow! 
Emerging markets - missing opportunity 
Competition - watch market indicators
Break through culture barriers 
Be responsive 
Embrace change 
Maintain speed /flexibility 
Work Life Balance 
New Challenges 
Hard work 
Innovation
Continue communication of corporate 
goals/objectives
Embrace gender and cultural diversity
Take calculated risks
Be more collaborative with leaders
Be coach & mentor
Balance youth & initiative with respect for age &
experience
Call to action
Global approach / teamwork
Focus on Asia / Africa / India
Promote healthy living
Work place flexibility
Work vs. personal life (Integration)
Increase awareness outside of EU of Bl culture & 
reputation
4
1. Focus on what's important
2. Opportunity to gain wisdom/experience
3. Flexibility - part-time options, free-time
4. 6 C's = competence, commitment, communication, challenge/choice, compassion, creativity 
Today In/for the future
5. A challenge is to maintain balance at any age Maintain our work ability, help others to do the same, remain creative, curious, use inter-age teams, value
age and experience
6. Fast changing - goals - challenge - 'soldiers' - World class, balance, health, self realization, stability, ability to add value, coaching, co-creators 
growing pains
Organization that values diversity
7. Hard workers (more than 10 hrs), inspired by tough Coaching others and teamwork can’t wait 
competition, but wanting to enjoy time with family;
more balance needed Stay young inside and capture individual opportunities
Still 'looking good', mentoring younger groups, still being challenged
8. Positive - world is changing Keep healthy, vacation/balance, "anti-aging", still don't know about until 70 ...
9. Teamwork/Leadership- some drop off the
mountain Balance, "full of colour", results/fruits, want to leave "marks and steps" in the company and enjoy life
10. Challenges - always on-line "24/7" - this can go Build, learn to adopt to our needs - adoptation, new ways and working, help next generation collaboration 
out of control - BALANCE
11. New horizons - searching/training - yet like the 
company
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7.1.1. Group 2005 _ 1 : Data generated during focus group discussion and 
details on analysis
The below items were listed by Group 2005_1 under each pre-set heading during the focus 
group-style discussions.
Caution-Concerns Continue Start
Openness to all options i.e. electronic
commuting
Workplace flexibility
Bias - diversity sensitiveness and age
discrimination?
Time for development 
Life balance
Don't under-resource - set realistic 
expectations and streamline processes 
Reinforce greaterflexibility and 
acceptability of wellness use
Education opportunities 
Improve compensation programs 
Invest in physical plant/facilities 
Transparent Business operations - 
providing employee information, 
improving communication, global sharing 
Solicit Employee input on ben efit/ 
performance improvement 
Expand succession plan use 
Expand Mentoring 
Sharing business info, i.e. employee 
forums
Develop Bl name ID 
Employee Recruitment 
Sales
Use more technology (Mexico)
Elder care support 
Child care support 
Mentoring
Sharing News from other sites/ OPUs 
Increase training support - Bl Academy, 
training and development modules, 
continuous development philosophy 
Use interdisciplinary groups for key 
process decision-making 
Job sharing
The need to pay attention to increased flexibility and maintaining individual capacities 
appears to constitute the predominant areas of concern in this group. At least 4 out of 7 
items listed in the ‘caution -  concerns’-column can be associated to these i.e. ‘openness to 
all options i.e. electronic commuting’, ‘workplace flexibility’, ‘life balance’, ‘reinforce greater 
flexibility and acceptability of wellness use’. Also a fifth item i.e. ‘don’t under-resource -  set 
realistic expectations and streamline processes’ could be linked to the concern of 
maintaining individual capacities. After all, it points towards finding a way to focus energy on 
the doable (what) and doing this right (how).
People development, (global) communication and participation in decision-making emerge as 
cross-over themes. The only theme which crosses over all three columns is people 
development. The group sees the need for a continuous development philosophy, desires 
maintaining development opportunities, continuing with or introducing mentoring and 
increasing the offerings of the already existing Bl Academy. At the same time there is 
concern linked to having or being given enough time for development. Hence the following 6 
out of 27 items can be directly linked with people development ‘time for development’, 
‘education opportunities’, ‘expand mentoring’, ‘mentoring’, ‘increase Bl Academy, training 
and development modules’ and ‘continuous development philosophy’.
The topic of continuing and/or commencing with knowledge and information sharing is also
present in two of the columns with three items alike ‘transparent business operations -
providing employee information, improving communication, global sharing’, ‘sharing
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employee info i.e. employee forums’ and ‘sharing news from other sites/OPUs’. Especially 
the request to continue or start with international and/or global sharing within the corporation 
and between the sites is clearly articulated. The same applies for involving diverse 
(interdisciplinary) groups for key process decision-making and even benefit/performance 
improvement.
7.1.2. Group 2005 _ 2: Data generated during focus group discussion and 
details on analysis
The below items were listed by Group 2005_ 2 under each pre-set heading during the focus 
group-style discussions.
Caution-Concerns Continue Start
Continuous challenge and tough 'fights' Maintain BIVA Balancing
Rapid changes - our ability to deal with Longterm view and financial stability Coaching
change -developing people
Teamwork and leadership - reinforce - ability to mentor (younger) staff
coaching skills - add value continuously
Need for balance/flexibility Creating an organization that values
Catching opportunities as they come experience, age, wisdom, diversity
Stress in the environment More flexible schedules
Desire to grow and not to stagnate Ability to stay healthy and maintain a 
positive attitude
Ability to continue growing and learning 
-staying challenged
- creating an opportunity to grow and learn 
throughout your career
Organization needs to accept and embrace 
as a starting point
- changing career life-cycles,
- company and employee can't maintain 
same work expectations through one's 
entire career,
- a strong partnership with acceptance of 
changing expectations
The challenge of a dynamic and competitive business environment poses a prevalent 
concern in this group i.e. ‘continuous challenges and tough ‘fights", ‘rapid-changes -  our 
ability to deal with change’ and ‘catching opportunities as they come’. Based on the data, it 
cannot be concluded whether the group refers here to the organizational or individual level 
ability to deal with changes and seizing opportunities Yet, when considering the choice of the 
word ‘our ability’ and then the items in the ‘continue’ and ‘start’-columns, the researcher is 
tempted to lean towards suggesting, that it is the organizational level which is in primary 
focus. The ‘maintain BIVA (company value added)’ as well as ‘long-term view and financial 
stability’ point towards the corporation level and the corporate-driven strategies and tactics 
required to address the challenging developments.
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On the other hand, the topics of need for balance, flexibility and maintaining or enhancing 
individual capacities throughout one’s career are predominant features emerging from the 
discussion. All of them are located in the ‘concern’ or ‘start’-sections indicating that these 
items are currently not receiving appropriate awareness and attention or related practices are 
insufficient. As many as 6 items out of 16 are related to flexibility, balance, stress, work 
ability and the inability to maintain same work expectations throughout an individual’s career. 
These include, in addition to the previous ‘Organization needs to accept...’ -point also ‘need 
for baiance/fiexibility’, ’stress in the environment’, ‘balancing’, ‘more flexible schedules’ as 
well as ‘ability to stay healthy and maintain a positive attitude’.
A further 3 items are linked to the need and desire for personal growth in terms of staying 
challenged, attaining opportunities for life-long learning and for developing others in a 
manner that adds value i.e. ‘desire to grow and not to stagnate’, ‘ability to continue growing 
and learning, staying challenged, creating an opportunity to grow and learn throughout your 
career’ and ‘coaching, developing people, ability to mentor (younger) staff, add value 
continuously’.
7.1.3. Group 2005 _  3: Data generated during focus group discussion and 
details on analysis
The below items were listed by Group 2005_ 3 under each pre-set heading during the focus 
group-style discussions.
Caution-Concerns Continue Start
Maintain motivation Breakthrough culture barriers Take calculated risks
Financial longterm  stability Be responsive Be more collaborative w ith  leaders
Build muscle not fat as we Embrace change Be coach & mentor
grow! Maintain speed /flex ib ility Balance youth & initiative w ith  respect for
Emerging markets - missing Work Life Balance age & experience
opportunity New Challenges Call to action
Competition - watch market Hard work Global approach /  team work
indicators Innovation Focus on Asia /  Africa /  India
Continue communication of corporate Promote healthy living
goals/objectives Work place flexib ility
Embrace gender and cultural diversity Work vs. personal life (Integration) 
Increase awareness outside of EU of Bl 
culture & reputation
From all the groups in 2005, this one clearly places its major concern and focus on 
organizational level factors related to business strategies, tactics and culture. Hence, the 
challenge of successfully addressing a dynamic and competitive business environment at the 
enterprise level is omnipresent with 4 out of 5 items in the ‘caution-concerns’-column 
referring to this.
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Further related organizational level items can still be found in the ‘continue’ and ‘start’- 
sections i.e. items such as ‘call to action’, ‘focus on Asia/Africa/India’, ‘increase awareness 
outside of EU of Bi culture and reputation’, ‘take calculated risks’, ‘maintain speed/flexibility’ 
or ‘global approach/teamwork’. Even ‘being responsive’, ‘embracing change and innovation’ 
could be seen as organizational prerequisites or, alternatively, as a question of cultural or 
individual level mindset. Potentially as many as 13 out 26 items refer in this work to the 
strategic business environment.
Yet, returning back to the aim of the study and to the question of factors which could foster or 
hamper an employee’s continued ability and will to remain productive and innovative until 
older age, then items such as embracing appreciation towards cultural, gender and 
especially age related diversity (2 items) and need to focus on workplace flexibility and work- 
life balance (3 items) come forward from the data. Worth noting is that ‘embracing gender 
and cultural diversity’ has been included in the ‘continue’-section, the call for ‘balancing youth 
and initiative with age and experience’ \s in the ‘start’-column.
7.1.4. Group 2005 _ 4: Data generated during focus group discussion and 
details on analysis
The below items were listed by Group 2005_ 4 under each pre-set heading during the focus 
group-style discussions.
1. Focus on what's important
2. Opportunity to gain wisdom/experience
3. Flexibility - part-time options, free-time
4. 6 C's = competence, commitment, communication, challenge/choice, compassion, creativity
Today
5. A challenge is to maintain balance at any age
6. Fast changing - goals - challenge - 'soldiers' - growing pains
In/for the future
Maintain our work ability, help others to do the same, remain creative, 
curious, use inter-age teams, value age and experience 
World class, balance, health, self realization, stability, ability to add value, 
coaching, co-creators
7. Hard workers (more than 10 hrs), inspired by tough
competition, but wanting to enjoy time with family; more balance Organization that values diversity 
needed Coaching others and teamwork can't wait
8. Positive - world is changing Stay young inside and capture individual opportunities
9. Teamwork/Leadership- some drop off the mountain Still 'looking good', mentoring younger groups, still being challenged
10. Challenges - always on-line "24/7" - this can go out of control ■ Keep healthy, vacation/balance, "anti-aging", still don't know about until 70... 
BALANCE
11. New horizons - searching/training - yet like the company Balance, "full of colour", results/fruits, want to leave "marks and steps" in the
12. Stress - staying awake due to pressure company and enjoy life
Build, learn to adopt to our needs - adoptation, new ways and working, help 
next generation collaboration
This group applied a varying form of portraying their outcomes. The design creates some 
challenges for inserting the data justly into the cohort level comparisons (step 4.). However, 
the group provides indeed a rich description of views portraying today’s world of work from 
the perspective of the participants and what would be needed and valued in terms of the
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future. In an attempt to extract the core insights, the researcher deliberately resorts here to 
an approach which seeks to convert the content into a more narrative and interpretive form. 
Thus, this analysis procedure differs slightly from the one used with all the other groups.
Remodeling the content of the ‘today’-column suggests, that today’s reality is “marked by a 
fast changing and challenging business environment and rapidly changing goals. Although 
tough competition is perceived as inspiring and people are willing to work hard, it is a 
challenge to maintain balance between work, own resources and family at any age. The 
challenges, long working hours, the 24/7 online culture and pressure resulting in sleep 
deprivation can throw individuals off balance. Some are unable to make it anymore.” The 
underlined part contains the core of 5 out of 8 descriptions in the column.
Remodeling the content of the ‘in the future/for the future’-column denotes, that to address 
the continued ability and willingness to remain productive and innovative in the workforce 
“focus is required on maintaining personal work ability and helping others to do the same. 
This implies understanding and addressing personal needs, adapting new ways of working, 
fostering health and achieving a balance between work and private life.”
“And, as group members become older employees, they desire to stay young and curious 
inside, still ‘look good’, eniov stability and vet remain challenged, make a difference and add 
value through own contributions, remain creative as well as capture individual opportunities. 
Self-actualization remains important. They also like to picture themselves coaching, as 
sparring partners, mentoring younger groups and supporting next generation collaboration. 
To succeed in using their potential and retaining them, it is important that the organization 
values diversity, appreciates age and experience and introduces inter-age teamwork and 
coaching practices. In spite of all, they are still not sure about wanting to work all the way 
until the age 70 ...”
At least nine descriptions in the projection for the future can be associated with the topic of 
supporting work ability i.e. ‘maintain our work ability, helping others to do the same’, 
’balance’, ‘health’, ‘keep healthy’, ‘vacation/balance’, ‘anti-ageing’, ‘enjoy life’, ‘learning to 
adapt to our needs’. Thus, the accounts related to today’s world of work and the views of 
what is required in/for the future both highlight addressing the challenge and need to 
maintain individual resources and to attain better work-life balance.
The future projections include also at least nine items (i.e., ‘remain creative’, ‘curious’, ‘self 
realization’, ‘ability to add value’, ‘stay young inside’, ‘still being challenged’ and ‘want to
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leave ‘marks and steps’ in the company’) which could be linked to the kind of work content 
which the group members perceive as attractive when they are older. Personal growth, self- 
actualization, being challenged, remaining creative, working on purposeful undertakings and 
generating long-term value appear essential in this context. Furthermore, the projective 
descriptions include a minimum of six items which relate to developing and supporting others 
i.e. ‘help others to do the same’, ‘coaching’, ‘co-creators’, ‘coaching others’, ‘mentoring 
younger groups ’ and ‘help next generation collaboration ’.
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7.2. Cohort 2005_ Caution/Concerns_Clustering Chart
2 0 0 5  _  C a u tio n /C o n c e rn s
Group 1 Group 2 Group 3 Group 4 E m erging th em e a reas in  s h o r t ...
Openness to all options i.e. 
electronic commuting
Workplace flexibility Need for balance/flexibility
Flexibility, part-time options,
free-time
Choice
... Enable flexibility
... Use technology as an
enabler
Enabling 
flexible work 
arrangements
Reinforce greater flexibility 
and acceptability of wellness 
use
Life balance More balance needed
A challenge is to maintain 
balance at any age 
Wanting to enjoy time with 
family
... Promote acceptance for 
options/arrangements related to 
wellness
... Enable attaining better work- 
life balance
Fostering and 
embracing 
work-life 
balance and 
wellness at all 
ages
Challenges - always online 
24/7 - this can go out of 
control - BALANCE
... Pay attention to the need of 
supported digital disconnecting
Balancing 
risks of 24/7 
online culture
Time for development
Desire to grow and not to 
stagnate
Challenge 
Opportunity to gain 
wisdom/experience 
Competence 
New horizons - 
searching/training
... Ensure time and 
opportunities for professional 
growth and development
Ensuring I 
continued 
opportunities 
for personal 
growth
Teamwork and leadership - 
reinforce coaching skills
Teamwork/Leadership
Communication
... Put focus on relations with 
colleagues,
... Focus on leadership quality 
... Enhance overall coaching 
abilities
Enhancing the 
quality of 
teamwork and 
leadership
Bias - diversity sensitiveness 
and age-discrimination
... Value diversity and avoid 
age-discrimination
Valueing 
diversity, 
preventing age- 
discrimination
Don’t under-resource - set 
realistic expectations and 
streamline processes Focus on what's important
... Focus on purposeful 
business aims,
... ensure adequate resourcing
Focussing on 
what matters 
most and 
allocating 
appropriate 'I 
resources 
accordingly
Stress in the environment
Stress - staying awake due 
to pressure
Some drop off the mountain' 
More than 10 hours
... Consider negative stress 
and potential dangers
Addressing
negative
stress
Maintain motivation
Commitment
Hard workers
Inspired by tough
competition
Compassion
Creativity
Like the company
... Reflect on own attitudes and 
motivation
Remaining self 
driven
Financial longterm stability
Focussing on 
longterm 
financial 
stability
Catching opportunities as 
they come
Rapid changes - our ability 
to deal with change
Continuous challenge and 
tough ‘fights'
Emerging markets - missing 
opportunity
Competition - watch market 
indicators
Build muscle and not fat as 
we grow
Positive - world is changing
Fast-changing - goals - 
challenge -'soldiers' - growing 
pains
... Foster organization's ability 
to seize business opportunities 
and deal effectively with change 
... pay attention to competition 
... strive for lean structures
Seizing 
opportunities 
and ensuring 
competitive­
ness in a 
dynamic ' 
business 
environment
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7.3. Cohort 2005_ Continue_Clustering Chart
2005 _ Continue
Group 1 Group 2 Group 3 Group 4 Emerging theme areas in s h o r t...
Work Life Balance Work Life Balance
Fostering Work Life 
Balance
Embrace gender and cultural diversity 
Break through culture barriers
Gender and cultural 
diversity/inclusion
Enhancing diversity 
and inclusion 
(gender, cultural)
Sharing employee info i.e. employee 
forums
Transparent business operations - 
providing employee information, 
improving communication, global 
sharing
Continue communication of corporate 
goals/objectives
Corporate-wide 
communication and 
information sharing
Cross-cultural and 
corporate-wide 
communication and 
information sharing
Education opportunities 
Expand mentoring
New Challenges
Opportunities for personal 
development and growth
Providing 
opportunities for 
personal and career
Expand succession plan use data Career perspectives growth
Solicit employee input on 
benefit/performance improvement
unavailable
for
consideration
Employee input on 
benefit/performance 
improvement
Invite employee 
insights to support 
benefit/performance 
improvements
Sales
Longterm view and financial stability 
Maintain BIVA
Hard work
Innovation 
Be responsive 
Embrace change 
Maintain speed /flexibility
Maintain longterm strategic 
view and economic value 
added
Maintaining a 
longterm strategic 
view and ensuring 
economic value 
added
Invest in physical plant/facilities 
Employee recruitment 
Develop B l name ID (relates to a 
company-internal personal identity 
code: not o f relevance here)
Make investments for the 
future
Investing in sites 
and people
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7.4. Cohort 2005_ Start_Clustering Chart
2005 _  Start
G roup  1 G roup  2 G roup  3 G roup  4 Emerging theme areas in s h o rt ...
Organization needs to accept and 
embrace changing career life-cycles 
Organization needs to accept and 
embrace that company and 
employee can't maintain the same 
work expectations through one's 
entire career
Need to embrace the need 
for balance between the 
permanently changing 
requirements of work and 
people's changing resources
Employer and 
employees 
working in close 
partnership to 
find solutions, 
new ways of 
working, to
A strong partnership with acceptance 
of changing expectations
Learn to adapt to our needs - 
adaptation
New way and working
Work in close partnership to 
find solutions for attaining 
balance between work and 
individual resources (also 
needs and desires) at all
ensure balance 
between 
changing 
requirements of 
work and 
people's 
resources at all
Balancing
Work vs. personal life (integration)
Balance
Balance
Enjoy life 
Vacation/balance
Work-life balance
Fostering work- 
life balance
More flexible schedules Workplace flexibility
Flexibility - part-time options, free- Work related flexibility Flexible work 
arrangements
Job sharing Job sharing
Elder care support 
Child care support
Support child and elder care
Support for child 
and elder care
Sharing news from other sites/ OPUs Communication
Cross-country information 
and communication Ensure global
Use interdisciplinary groups for key 
decision-making
Global approach/ Teamwork 
Be more collaborative with leaders
Teamwork
Co-creator
Interdisciplinary and 
international teamwork
communication 
and international 
&interdisciplinary 
teamwork
Coaching Be coach and mentor
Coaching 
Coaching others Coaching others
Mentoring, 
coaching, 
developing and 
supportingMentoring
Ability to mentor (younger ) staff 
Developing people
Mentoring younger groups 
Helping next generation collaboration
Mentoring, developing and 
supporting (younger) others
Continuous development philosophy
Competence
Curious
Will and ability to continue 
growing and learning
Personal will and 
ability for life­
long learning
Ability to continue growing and 
learning Opportunities for
Increase training support - Bl 
Academy, training and development 
modules
Creating an opportunity to grow and 
learn throughout your career
Opportunity to gain wisdom and 
experience Increased opportunities for 
continued personal growth
continued
personal
development and 
growth
Staying challenged Still being challenged 
Challenge/Choice Being challenged Being challenged
Capture individual opportunities 
Self realization 
Remain creative 
Creativity
Seizing interesting 
opportunities
and seizing 
opportunities of 
interest
Add value continuously
Build
Ability to add value 
Results/Fruits
W ant to leave 'marks and steps' in 
the company
Adding value and making a 
difference
Achieving, | 
adding value and 
making a 
difference
Creating an organization that values 
experience, age, wisdom, diversity
Balance youth & initiative with 
respect for age and experience
Organization that values diversity 
Value age and experience 
Full of colour1 
Use inter-age teams
Value and make use of (also 
age-) diversity
Valueing and 
making use of 
(age-) diversity
Maintain our work ability
Helping others to maintain their work 
ability
Maintain own work ability and 
support others in maintaining
Fostering 
continued work­
ability of self and 
others
Ability to stay healthy
Promote healthy living
Keep healthy 
Health
Still 'looking good1
Stability
Anti-ageing
Promote and focus on 
maintaining personal health 
and well-being
Pormoting and 
attending to 
(personal) health 
and well-being
Ability to maintain a positive attitude
Commitment 
Compassion 
Stay young inside
Maintain a positive attitude 
and self-drive
Maintain a 
positive attitude 
and self-drive
Still dont know about until 70 ...
Unsure about working until 
70 ... Working until 70?
Call to action
Take calculated risks
Focus on Asia/Africa/India
Increase awareness outside of EU of
Bl culture & reputation
Focus on business 
opportunities
Focus on new 
(markets) 
opportunities and 
on what matters
Focus on what's important Focus on what's important
Wordclass Become Worldclass
Become
worldclass
Use more technology (Mexico) ■ not ot 
relevance in this context
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CHAPTER 7 -  Appendices 7.5. -  7.8.
Tables and text: ‘In vivo' data and details of analysis regarding Cohort _2006
7.5. Summary template_ 2006 Cohort_ Data provided by Group level
Discussion
Workshop
2006
Groups
C aution  - C o n cern s C o n tin u e S tart
1
W ork / Life -  separate work + tim e off 
Technology (avoid technology that does not add value) 
Long-term financial stability 
Incentives for "retention"
Add profit share or stock equivalents at mid manager and 
up
Culture
Long-term vision 
Values
Learn (continuous learning despite age)
Take care of self 
Flexible work environment 
Regain free tim e 
Job shares 
W ork from home
2
24hrs online 
Uniformity
C ross-cultural com m unication 
Different environment
To be challenged 
Self governing 
Flexible work environment 
Connectivity among people
Embed work into social environment 
New way to com m unicate 
Flexible workload + flexible com pensation 
Transfer knowledge
3
“B lack Berry"
Use of technology 
Harming work environment 
Seniority based compensation 
D iscrim ination
Innovation 
Lead & Learn 
Communication 
Team working approach
Pay attention to health (sport-facilities/activities) 
Balance hours between work & others 
Teach tim e management 
Increase efficiency 
A culture of change 
Sabbaticals
Bl knowledge protection
4
W ork-life balance
Nothing in the middle - there is a gap of employees: build 
succession pipelines
Quick info overload, 24/ 7 eMails and Blackberry 
Overtim e and related expenses 
Contradictions between our principles and actions 
Not having enough wom en in senior leadership positions 
Burn-out-stress factors
Good healthcare, prescriptions and medical coverage
HR needs to continue to convey "Lead & Learn" messages
and provide tools
Enhancing internal pension plans
Cross-functional expatriation opportunities
Launching powerful products
To be fam ily owned -  don't go public
More flexible work tim e -  in working hours and working 
environment
Improve family friendliness -  on-site childcare
Improve fitness/wellness facilities and programs
Knowledge transfer from more seasoned employees to
less experienced ones
Planning for adequate resources
Looking at different flexible work arrangements
Com pressed work
Elder care concerns -  bigger than childcare challenges 
Offering long-term revenue sharing -  employee ownership
7.5.1. Group 2006 _ 1 : Data generated during focus group discussion and 
details on analysis
The below items were listed by Group 2006_1 under each pre-set heading during the focus
group-style discussions.
Caution-Concerns Continue Start
Work / Life -  separate work + time off Culture Take care of self
Technology (avoid technology that does Long-term vision Flexible work environment
not add value) Values Regain free time
Long-term financial stability Learn (continuous learning despite age) Job shares
Incentives for “retention” Work from home
Add profit share or stock equivalents at
mid manager and up
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For this group an area of concern (2 out of 5 items in the left column) appears to be the 
unavailability of longer term financial incentives to support employee (management) binding 
and retention.
An area which is listed as a concern and gains also prominent focus in the ‘start’-column 
relates to having more time at one’s disposal and flexibility around work arrangements. As far 
as ‘time’ is concerned, there is a call to make a clear distinction between the time focused on 
work and time off i.e. ‘work/life -  separate work + time off’ and a desire to ‘regain free time’. 
Despite the demand for a sharp-cut separation, working from home is seen as one aspect in 
the pursuit for more flexibility. ‘Working from home’, ‘flexible working environment’ and ‘job 
shares’ can all be connected with the topic of flexibility.
The outcomes of the group discussion also indicate that the company’s long-term vision, 
values and culture are appreciated and efforts to maintain the direction should be continued. 
As many as 3 out of 4 items in the ‘continue’-column were related to it.
7.5.2. Group 2006 _ 2: Data generated during focus group discussion and 
details on analysis
The below items were listed by Group 2006_2 under each pre-set heading during the focus 
group-style discussions.
Caution-Concerns Continue Start
24hrs online To be challenged Embed work into social environment
Uniformity Self governing New way to communicate
Cross-cultural communication Flexible work environment Flexible workload + flexible
Different environment Connectivity among people compensation 
Transfer knowledge
When reviewing the perceptions of this group, the area of connecting and communicating 
amongst people could well be regarded as a topic of relevance which extends through all 
three columns. Items such as ‘cross-cultural communication’, ‘connectivity among people’ 
and ‘transfer knowledge’ can be linked to this aspect. While cross-cultural communication 
(most likely the lack of it - see ‘uniformity’ claim in the same column) is seen as a concern, 
connectivity among people is generally appreciated and a need is expressed to start 
transferring knowledge. Even the reference to ‘new way to communicate’ could eventually be 
associated with connecting. Or, there is the possibility that the latter points towards the 24 
hrs online reality.
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Another area which is mentioned in the ‘continue’ and ‘start’-columns is work related 
flexibility. ‘Flexible work environment’ and ‘flexible workload + flexible compensation’ can be 
allocated into this context. Somewhat deviating from the perceptions listed by 2006 Group_1 
this group also brought up the option of finding ways to ‘embed work into social environment’. 
During their presentation of the outcomes the group explained that this refers to finding 
innovative ways to transition work issues into the area of one’s private life. The thought was 
to increase fluidity between work and leisure by blending in elements of work into one’s 
leisure time as well as elements of leisure into one’s work time (e.g. after-work think-tanks 
and forums, hikes or other activities over the weekend to dwell on business issues, etc.). In 
fact, this group remained as the only one within all the three annual cohorts that proposed 
increasing fluidity. All others pronounced the need for a clear separation.
7.5.3. Group 2006 _ 3: Data generated during focus group discussion and 
details on analysis
The below items were listed by Group 2006_3 under each pre-set heading during the focus 
group-style discussions.
Caution-Concerns Continue Start
“Black Berry” Innovation Pay attention to health (sport-
Use of technology Lead & Learn facilities/activities)
Harming work environment Communication Balance hours between work & others
Seniority based Team working approach Teach time management
compensation Increase efficiency
Discrimination A culture of change 
Sabbaticals
Bl knowledge protection
The researcher has been unable to identify any items which could have presumable linkages 
to the items in the vicinal columns. However, when regarding each column separately a 
concentration around a few themes can be distinguished. In the ‘caution -  concern’-column 
the first two items ‘Black Berry’ and ‘use of technology could contribute to a culture of being 
continuously online. A distinct feature of this group is that is the only one which cautions the 
potentially impeding impact of ‘seniority based compensation’.
In the ‘continue’- column there are a number of associations with Lead & Learn are made. 
This is the corporation’s understanding of how people work together to achieve the company 
vision i.e. ‘Value Through Innovation’. The input in this column indicates that it is important to 
continue with the core elements of the company’s VTI by L&L culture.
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The ‘start’-column contains a number of items which point towards work-life balance and 
well-being. These include ‘balance hours between work and others’, ‘teach time 
management’, ‘pay attention to health (sport facilities/activities)’ and ‘sabbaticals’. Worth 
noting is also that perhaps ‘teach time management’ could be viewed in the context of 
‘increase efficiency’. This is in fact the only proposal across cohorts pointing clearly towards 
the individual level as a part of the solution to address time and efficiency issues.
7.5.4. Group 2006 _ 4: Data generated during focus group discussion and 
details on analysis
The below items were listed by Group 2006_4 under each pre-set heading during the focus
group-style discussions.
Caution-Concerns Continue Start
Work-life balance
Nothing in the middle - there is a gap of 
employees: build succession pipelines 
Quick info overload, 24/ 7 eMails and 
Blackberry
Overtime and related expenses 
Contradictions between our principles 
and actions
Not having enough women in senior 
leadership positions 
Burn-out-stress factors
Good healthcare, prescriptions and 
medical coverage
HR needs to continue to convey “Lead & 
Learn” messages and provide tools 
Enhancing internal pension plans 
Cross-functional expatriation 
opportunities
Launching powerful products 
To be family owned -  don’t go public
More flexible work time -  in working 
hours and working environment 
Improve family friendliness -  on-site 
childcare
Improve fitness/wellness facilities and 
programs
Knowledge transfer from more seasoned
employees to less experienced ones
Planning for adequate resources
Looking at different flexible work
arrangements
Compressed work
Elder care concerns -  bigger than
childcare challenges
Offering long-term revenue sharing -
employee ownership
In the analysis of these outcomes the bundled topic of finding wavs to {support) work-life 
balance and flexibility emerges as a central theme. As many as 10 out of 22 items can be 
linked to it.
Work-life balance related items can be found in the ‘caution/concerns’-column as well as in 
the ‘start’-section represented by entries such as ‘work-life balance’, ‘overtime and related 
expenses’, ‘burn-out-stress factors’, and ‘planning for adequate resources’. The aspect of 
‘quick info overload, 24/7 eMails and Blackberry’ could eventually also be included as it can 
refer to a continuous digital connection to work.
Family-aware/friendly practices can be associated with attaining a better balance in 
accommodating high level effort at work and care-taking responsibilities Thus, ‘improve 
family friendliness -  on-site childcare’ and ‘elder care concerns -  bigger than childcare 
challenges’ could also be seen in the context of work-life balance. Furthermore, work
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flexibility related items can be linked to attaining better work-life balance. The group calls for 
the necessity to start with ‘more flexible work time -  in working hours and working 
environment’, ‘looking at different flexible work arrangements’ and ‘compressed work’.
Although not necessarily of cross-column relevance, there are a few other items which are 
worth mentioning as they represent issues which have not yet been touched on by other 
groups. These relate to the availability of benefits and to the presence of women in senior 
management. The group perceives as a necessity to continue ‘good healthcare, prescriptions 
and medical coverage’ related practices which are a part of the benefit package available in 
many of the organizations. In addition, ‘enhancing internal pensions plans’ is appreciated and 
regarded as relevant. The members also express their concern of ‘not having enough women 
in senior leadership positions’.
7.6. Cohort 2006_Caution/Concems_Clustering Chart
2006 _  Caution/Concerns
Group 1 Group 2 Group 3 Group 4 | Emerging theme areas in short...
Technology (avoid 
technology that does not add 
value) 'doub le -en try
24 hrs online ("doub le -en try )
"Blackberry" 24/7 eMails and Blackberry 
Quick info overload ... Pay attention to the harms 
of a 24 hr online working culture 
... 'notice the 'being wired- 
phenomenon'
Risks of 24/7 
online culture 
and inability to 
digitally 
disconnect
Technology (awoid 
technology that does not add 
value) "double-entry Use of technology
... Concentrate on useful 
instead of non-value adding 
technology
Helpful vs. 
Hampering (use 
of) technology
Cross-cultural
communication
... Foster cross-cultural 
communication
Cross-cultural 
skills |'
Uniformity Discrimination
Not having enough women in 
senior leadership positions
... Avoid uniformity and
discrimination
... Value diversity
... Promote women to senior
management
Diversity
management,
Inclusion,
Fair treatment
Work/Life - separate work + 
time off 24 hrs online ( “ double-entry)
Harming work environment
Work-life balance 
Overtime and related 
expenses
Burn-out-stress factors
... Ensure work-life balance 
... Allow a clear cut between 
work and leisure
... Consider burn-out stress 
factors
Clear division 
between work 
and time off
Add profit share or stock 
equivalents at mind manager 
and up
Incentives for "retention"
... Extend profit sharing or 
stock equivalents to further 
management levels
Broader profit 
participation, 
pay for
Seniority based 
compensation ... Pay for performance
performance
Nothing in the middle - there 
is a gap of employees: build 
succession pipelines
... Build succession pipelines 
to avoid a gap in management 
supply when the large groups of 
ageing managers exit
Internal 
management 
supply pipelines
Contradiction between our 
principles and actions
... Be aware of inconsistencies 
between our values and actions 
at the company level
Company living 
up to its values
Long-term financial stability
.. Ensure longterm financial 
stability - avoid focus on the 
short-term as a primary driver
Focus on j 
ongterm 
inancial value 
and stability ;
Different environment
.. Adapt to changing business 
snvironment
Dynamic
ousiness
anvironment
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7.7. Cohort 2006_Continue_Clustering Chart
2006 Continue
Group 1 Group 2 Group 3 Group 4 Emerging theme areas |/n short...
Flexible work environment Flexible work environment
Learn (continuous learning despite 
age)
To be challenged
Opportunities for life-long learning and 
continued challenges
Cross-functional expatriation 
opportunities
Opportunities for cross-functional 
expatriation
Good healthcare, prescriptions and 
medical coverage
Good healthcare and 
medical coverage
Enhancing internal pension plans Enhancing internal pension plans
Connectivity among people
Communication 
Team working approach
Communication and collaboration
Culture
Values
Longterm vision ( ' double entry)
Lead & Learn
HR needs to continue to convey 
"Lead & Learn' messages and 
provide tools Value Through Innovation by Lead & Learn
Innovation Innovation
Launching powerful products Launching powerful products
Self governing
To be family-owned - don’t go public Remain a privately held company
Longterm vision (‘double entry) Long-term vision 1
7.8. Cohort 2006_Start_Clustering Chart
2006 _  S tart
G roup 1 Group 2 G roup 3 Group 4 Emerging theme areas \ in  s h o r t ...
Embed work into social environment Embed work into social life
Flexible work environment
Job shares 
Work from home
Flexible workload + flexible 
compensation
Sabbaticals
More flexible work time - in working 
hours and working environment 
Looking at different flexible work 
arrangements 
Compressed work
Offer a variety of flexible work arrangements
Regain free time
Balance hours between work and
Work-life balance
Teach time management 
Increase efficiency
Planning for adequate resources Appropriate use of time and resources i
New way to communicate 
Transfer knowledge
Knowledge transfer from more 
seasoned employees to less 
experienced ones
(Intergenerational) Knowledge transfer
Take care of self
Pay attention to health (sport- 
facilities/activities
Improve fitness/wellness facilities 
and programs
Attend to personal health and well-being
Improve family-friendliness - on-site 
child care
Elder care concerns - bigger than 
childcare challenges
Improve family-friendly practices e.g. I 
childcare and eldercare
Offering long-term revenue sharing - 
employee ownership Longterm profit sharing schemes
A culture of change A culture of change
Bl knowledge protection Bl knowledge protection
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CHAPTER 7 -  Appendices 7.9. -7.12.
Tables and text: ‘In vivo’ data and details of analysis regarding Cohort _2007
7.9. Summary template_ 2006 Cohort_ Data provided by Group level 
Discussion
Workshop
2007
Groups
Caution - Concerns Continue Start
1
80 hr-week
Cultural differences - "one size fits all?" 
Abuse 24/7 philosophy 
Too little proactivitity 
Too little C.E.
Cost
Do not disregard diversity
Stay private - no NYSE
Growth
$$
Lead & Learn 
Climate-surveys 
Development plans 
Global approach 
Leadership programms
Easier access to health benefits and health care providers
Back-up systems for 24/7 mentality
Sabbatical/flex - leave
Job-share / work (for/from) home
Special hours for employees 60+
Social time - Friday p.m.
More non-revenue metrics 
(Family hiring - US plants)
2
Lack of work-life balance 
Financially attractive to retire 
Rigid work-schedule - limited flexibility 
Resource limitations 
Outsourcing
Focus on employee development 
Focus on team 
Ethical behavior
Strong future-pipeline of products 
Strong commitment to drug development
Leverage technology for work-life balance
Resource "right" pojects and keep expertise in house
Offer job-rotations and new challenges
Create financial incentives for workers to stay - profit sharing
Various flextime scenarios - bank hour's
3
Time pressure 
Meetings
Stop to loose time 
Change email-habits 
"Silo"-organisation 
Mcro-management 
"Isolation" of scope 
Disempowering
Lead & Learn 
Communication 
Teamwork 
Respect
Positive integration and development of new people 
Policy of mixed top-down and bottom-up 
communication and decision-making
Worklife-balance ( enjoy life )
Positive (also ageing-positive) working environment
Good balance between gender representation
Enhance the fun factor
More flexibility
Need to decrease workload
Remain challenging
Matching the intellectual and physical capability of an individual
4
Reduce meetings
Decision making (time, quality)
Worklife-balance
Ineffectiveness (people, processes)
Low performance ( too loyal @ times,
managers too good to manage out)
Complexity
Bureaucracy
Internal/external focus
Think more about customer (internal &
external)
Be competitive
Caring about people
Lead & Learn-culture
Internal rotation (regional & international)
Delegation
Communicating across generations 
Focus on people development 
Equip people for the future 
Be independent 
Child care
Career planning for all OPUs
Planning for the future
More women in top-management
Recognition
Coaching
Cross-functional opportunities 
More diversity
Technological support to work at home 
Promoting Bl beyond product (corporate branding) 
Child care 
Compensation
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7.9.1. Group 2007 _ 1 : Data generated during focus group discussion and 
details on analysis
The below items were listed by Group 2007_1 under each pre-set heading during the focus 
group-style discussions
Caution-Concerns Continue Start
80 hr-week Stay private - no NYSE Easier access to health benefits and
Cultural differences - "one size fits all?" Growth health care providers
Abuse 24/7 philosophy $$ Back-up systems for 24/7 mentality
Too little proactivitity Lead & Learn Sabbatical/flex - leave
Too little C.E. Climate-surveys Job-share/work (for/from) home
Cost Development plans Special hours for employees 60+
Do not disregard diversity Global approach Social time - Friday p.m.
Leadership programms More non-revenue metrics 
(Family hiring - US plants)
An analysis of the data reveals that, for this group, the issue of time and work related 
arrangements is omnipresent. It is a concern and something to be dealt with at the same 
time. As many as 7 of 23 items can be associated with it i.e. ’80-hr week’, ‘abuse 24/7 
philosophy’, ‘back-up systems for 24/7 mentality’, ‘special hours for employees 60+’, ‘social 
time -  Friday p.m.’ as well as ‘Job-share/work (for/from) home’ and ‘sabbatical/flex -  leave’. 
It should be noted, that this is the first group which refers to a systemic and intentional 
misuse of the 24/7 philosophy.
Business and financial issues emerge as a further area of relevance. A concern is voiced 
about ‘too little proactivity’, ‘too little C.E. (= cost efficiency)’ and ‘cost’ at the enterprise level. 
On the other hand, the group appreciates and sees as necessary to continue ‘staying 
private’, ‘growth’, '$$’ and the ‘global approach’ indicating its approval of these aspects. 
However, a call for ‘more non-revenue metrics’ to drive and measure business and 
organizational success is seen as important.
When the ‘continue’-column is viewed in separation, it is found to contain a number of 
features which suggest an appreciation towards and the relevance of continuing with ‘Lead & 
Learn’ and corporate-wide organizational and people development approaches i.e. ‘climate 
surveys’, ‘developmentplans’ anô ‘leadership programs’.
Instead, the ‘caution-concerns’-section brings out a worry related to acknowledging diversity. 
There is the necessity to appreciate diversity i.e. ‘do not disregard diversity’ and at the same
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time, despite global approaches, to take diversity into account i.e. ‘cultural differences -  one 
size fits all?’
A particular item worth noting is the ‘family hiring (US Plants)’. This is the only group which 
considers family hiring as a means to foster their continued ability and willingness to remain 
productive and innovative in the company’s workforce until older age.
7.9.2. Group 2007 _ 2: Data generated during focus group discussion and 
details on analysis
The below items were listed by Group 2007_ 2 under each pre-set heading during the focus 
group-style discussions.
Caution-Concerns Continue Start
Lack of work-life balance 
Financially attractive to retire 
Rigid work-schedule - limited flexibility 
Resource limitations 
Outsourcing
Focus on employee development 
Focus on team 
Ethical behavior
Strong future-pipeline of products 
Strong commitment to drug 
development
Leverage technology for work-life 
balance
Resource "right" projects and keep 
expertise in house
Offer job-rotations and new challenges 
Create financial incentives for workers 
to stay - profit sharing 
Various flextime scenarios - bank hours
Work-life balance and the need for various flexible work arrangements take an important 
place in this group’s perception with at least 4 related accounts. Points such as ‘lack of work- 
life balance’ and ‘rigid work-schedule -  limited flexibility are seen as a concern whereas 
‘leverage technology for work-life balance’ and ‘various flextime scenarios -  bank hours’ are 
considered to offer possible alleviating solutions.
Another item which attracts more relevance relates to appropriate and intelligent resourcing. 
The group points towards their concern of ‘resource limitations’ on the one side and towards 
a concern with ‘outsourcing’ on the other. Especially the point with ‘outsourcing is worth 
noting as this group is the only one indicating towards problematic implications of 
outsourcing. A potential way out of the dilemma is proposed in the ‘start’-column with a 
concentration on ‘resourcing “right” projects and keeping expertise in house’. Also the 
company should continue to focus on ‘strong commitment to drug development’ and ‘strong 
future-pipeline of products’.
Furthermore, a continued ‘focus on employee development’ is valued and regarded as 
essential. A proposal is made to ‘offer job-rotations and new challenges’ to maintain the
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ability and will to remain productive and innovative. This group also makes the first comment 
of its kind suggesting that it could be ‘financially attractive to retire’ and in line with Group 
2006_1, regards offering ‘financial incentives for workers to stay -  profit sharing’ as 
something to counterbalance the effects.
7.9.3. Group 2007 _ 3: Data generated during focus group discussion and 
details on analysis
The below items were listed by Group 2007_ 3 under each pre-set heading during the focus 
group-style discussions.
Caution-Concerns Continue Start
Time pressure Lead & Learn Worklife-balance ( enjoy life )
Meetings Communication Positive (also ageing-positive) working
Stop to loose time Teamwork environment
Change email-habits Respect Good balance between gender
"Silo"-organisation Positive integration and development of representation
Micro-management new people Enhance the fun factor
"Isolation" of scope Policy of mixed top-down and bottom- More flexibility
Disempowering up communication and decision-making Need to decrease workload 
Remain challenging 
Matching the intellectual and physical 
capability of an individual
This group perceives time demand issues as a core concern with at least 4 related accounts. 
They refer to ‘time pressure’, ‘meetings’, and call to ‘stop to lose time’. Even the item of 
‘change email-habits’ can be associated to this. Emails are often not only linked to 
considerable amounts of information (see information overload as marked by Group 2006_4) 
but also to the 24/7 online culture. Herewith, the consumption of time and/or not being able to 
take time off can become a worry.
Given the concerns around the perceived lack of time, the group regards focusing on ‘work­
life-balance (eniov life)’ and attaining ‘more flexibility’ as essential. It also articulates the 
‘need to decrease workload’ and ‘matching the intellectual and physical capability of an 
/'nd/V/di/a/’ with the demands of the job as a necessity in/for the future. Perhaps these can be 
connected with the importance to start establishing a ‘positive (also ageing- positive) working 
environment’.
A particularly distinct concern for this group is the structure and working climate of the 
organization. The members list at least 4 different features to describe their perception of the 
environment i.e. ‘silo-organization’, ‘micro-management’, ‘isolation of scope’ and
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‘disempowering’. Due to the allocation into the ‘caution-concerns’-column these 
characteristics are likely to be seen as ones which can hinder an individual’s continued ability 
and will to perform and innovate over time. To improve the working reality, the group sees 
continuing with the ‘policy of mixed top-down and bottom-up communication and decision- 
making’ as needed. Furthermore, efforts to create a ‘positive (also ageing- positive) working 
environment’ and ‘enhancing the fun factor’ are aspects which should receive focus to keep 
individuals going strong.
Although the group expresses several concerns about the climate of the organization, there 
are however features which they already appreciate and consider important to maintain. A 
cultural understanding based on ‘Lead & /.earn’ with its focus on ‘respect’, ‘communication’ 
and ‘teamwork’ appears to rise as a factor to preserve and foster.
Worth mentioning is that, this group is the first one which voices a straightforward ‘need to 
decrease workload’ as a prerequisite for being able and willing to perform and innovate as 
they age.
7.9.4. Group 2007 _ 4: Data generated during focus group discussion and 
details on analysis
The below items were listed by Group 2007_ 4 under each pre-set heading during the focus 
group-style discussions.
Caution-Concerns Continue Start
Reduce meetings Be competitive Planning for the future
Decision making (time, quality) Caring about people More women in top-management
Worklife-balance Lead & Learn-culture Recognition
Ineffectiveness (people, processes) Internal rotation (regional & Coaching
Low performance (too loyal @ times, international) Cross-functional opportunities
managers too good to manage out) Delegation More diversity
Complexity Communicating across generations Technological support to work at home
Bureaucracy Focus on people development Promoting Bl beyond product (corporate
Internal/external focus Equip people for the future branding)
Think more about customer (internal & Be independent Child care
external) Child care Compensation
Career planning for all OPUs
A predominant concern in this group relates to organizational inefficiency with at least 6 of 
the 9 items listed in the left column. These include ‘reduce meetings’, ‘decision making (time, 
quality)’, ‘ineffectiveness (people, processes)’, ‘low performance (too loyai @ times, 
managers too good to manage out’, ‘complexity and ‘bureaucracy’. Some of these refer to 
similar disempowering features which were already put forward by Group 2007_3. At the
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same time a worry about the quantity or/and quality of ‘internal/external focus’ is expressed 
with a parallel call to ‘think more about customer (internal & external).
A topic which attains already appreciation and/or the call to commence with is people 
development and growth -  equipping people for the future. It is in this respect that ‘focus on 
people development’, ‘internal rotation (regional & international)’ and ‘equip people for the 
future1 are seen as practices to continue with. The group considers ‘planning for the future’, 
‘coaching’ and providing ‘cross-functional opportunities’ as subject areas which are yet to get 
underway.
An interesting observation is that with “internal rotations (regional & international)” the group 
most likely refers to transitions within their own function and discipline. While these 
possibilities are valued and the members consider them as important to continue with, they 
furthermore regard the necessity to introduce “cross-functional opportunities”. Also other 
groups have mentioned rotations already earlier as something to be introduced, yet without 
specifying the kind of rotational options sought.
Another aspect which should be mentioned is, that ‘childcare’ as an item appears in two 
different columns i.e. ‘continue’ and ‘start’. This is likely to reflect varying realities within the 
group: some members appreciating the programs and services which are already in place 
and others still waiting for support measures to be introduced in their organizations.
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7.10. Cohort 2007_ Caution/Concerns_ Clustering Chart
200 7 C a u tio n /C o n c e rn s
Group 1 Group 2 Group 3 Group 4 Emerging theme areas in short...
Lack of work-life balance Work-life balance Lack of work-life balance
80 hr-week
Abuse 24/7 philosophy
Time pressure
Rigid work-schedule - limited 
flexibility
Time pressure and demands
Meetings Reduce meetings Meetings Pay attention to e-
Change e-mail habits E-Mail habits
mail and meeting 
practices
Financially attractive to retire Financially attractive to retire
Do not disregard diversity 
Cultural differences -"one 
size fits all?"
Consider and make allowances for cultural diversity
Resource limitations Resource management Resourcing and
Outsourcing Outsourcing outsourcing
Too little proactivity
Too little C.E.
Cost
Stop to lose time 
Silo-organization
Ineffectiveness (people, processes) 
Low performance (too loyal @ times, 
managers too good to manage out)
Decision making (time and quality)
Complexity
Bureaucracy
Organizational inefficiency
Disempowering 
Micro-management 
Isolation of scope
Disempowering management structures and 
practices
Internal/external focus
Think more about customer (internal
& external)
Insufficient internal and external customer focus
7.11. Cohort 2007_Continue_Clustering Chart
2007 _  Continue
Group 1 Group 2 Group 3 Group 4 Emerging theme areas in  s h o r t ...
Development plans
Focus on employee 
development Focus on people development People development
People development 
approaches, programs 
and opportunities - fit 
now and for the future
Leadership programs Leadership programs
Positive integration and 
development of new people Integration of new people
Internal rotation (regional & 
international) Rotation programs
Equip people for the future Equipping for the future
Career planning for all CPUs Corporate-wide career planning
Communication
Communicating across 
generations
(intergenerational) Communication
Climate surveys ( ‘double entry)
Policy of mixed top-down and 
bottom-up communication and 
decision-making
Delegation
Participatory leadership 
practices Participatory leadership and work practices
Focus on team Teamwork Teamwork
Lead & Learn
Climate surveys ( ‘double entry)
Lead & Learn Lead & Learn culture Lead & Learn culture
Ethical behaviour
Respect
Caring about people
Ethical and caring values
Child care Child care
Global approach
Growth
$$
Strong future pipeline of 
products
Be competitive
Focus on sustained, long-term and global 
competitiveness
Strong commitment to drug 
development
Commitment to research and development
Stay private - no NYSE Be independent Remain privately-held
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7.12. Cohort 2007_Start_ Clustering Chart
20 0 7  _  S ta rt
G ro up  1 G ro up  2 G ro u p  3 G roup  4 Emerging them e a r e a s  |/n short...
Back-up systems for 24/7 Back-up systems for 24/7 mentality i
mentality
Work-life balance (enjoy life) Work-life balance
Leverage technology for work- 
life balance
Technological support to work 
at home
Technology to support 
flexible work arrangements
Technology to 
support flexible 
working and work- 
life balance
Special hours for employees 60 
+ ( 'doub le  entry) Special hours for aged 60 +
Various flextime scenarios -
More flexibility
A variety of flexible
bank hours A variety of different flexible 
work arrangements
work arrangements
Job share / work (for/from)home
Sabbatical/flex -leave
Offer job rotations and new
challenges
Cross-functional opportunities 
Remain challenging 
Planning for the future 
Coaching (whether this refers to
Cross-functional and other growth 
opportunities/challenges - to prepare for now 
and the future
receiving or/and providing coaching 
is unclear)
Social time - Friday p.m.
Enhance the fun factor Enhance the social and fun factor of work
Recognition Recognition Positive (also age-
positive) and
Positive (also ageing-positive) Positive (also ageing appreciative work I
working environment positive) work envronment environment
Matching the intellectual and
physical capacity of an
individual (added: to the job A fit' between individual resources and job ;
Special hours for employees 60 demands at all stages of career
+ ( ‘  double entry)
Need to decrease workload
Good balance between gender
representation
More women in top- Gender diversity - also in top management
management
More diversity More diversity
Easier access to health
benefits and health care Access to health benefits and healthcare
provders providers
Create financial incentives for
workers to stay - profit sharing Financial incentives - profit share
Compensation
Child care Childcare
Family-hiring (US plants) Family-hiring (US Plants)
Resource "right" projects and 
keep expertise in house Project focus and resourcing
More non-revenue metrics More non-revenue metrics
Promoting Bl beyond product 
(corporate branding) Corporate branding
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CHAPTER 7 -  Appendix 7.13.
Tables: Words and images found in 30 individual collages of Cohort _2006
Collage Words Images Notes/Remarks
2006_ 1 (9Z-18) .. "Mamma Mia" 
.. Crisis
now .. Stress
.. How to continue from here?
.. Nothing is like it used to be
.. A man standing and steering a sailing boat with a 
woman next to him
future .. Give a hand 
..To  keep on going
.. Feet walking in sports-shoes
.. A man standing in front of his convertible and
playing the guitar
.. A large orchestra ..A 'sm iley '
.. Everyone wants to
.. 2 men standing next to each other (in business 
casual) and smiling
..W ork together
.. Marathon
.. Happiness
.. W e trust
.. Freedom to work
... The palm of a hand full of earth; someone planting
2006_2 (9Z-19) ..2006-2026 Plant a tiny plant into it
.. A male wearing a business suit; sitting and
.. 2006-2026 Analyze contemplating This collage required a
betw een now  
and2026
..2006-2026 Scoring
.. 2006-2026 Pressure under control
.. A basketball-player abouts to score a basket 
. .A  male w ith grey hair jumping over a log
varying form of display
(Flexible and organized)
..200 6 -2 026  Y & Y (LB) .. Heidi Klum in the arms of her husband Seal LB =worklife balance
315
Collage Words Images Notes/Remarks
.. A large open office space; full o f people in suits
2006_3 (9Z-20) working at th e ir desks
.. The last row of football players; standing in the back of 
a 3-level staircase
now .. A wom an and a man sitting around a table w ith  papers 
.. Children blowing out candles on a birthday-cake
.. Food in a bowl
.. A fem ale smiling
.. A leopard leaping up in the air
.. A man holding his hand on his forehead - and
contem plating (?)
.. A man pulling up the sleeves of his business shirt
.. Suitcases going around on a luggage-belt (airport?)
. .A  group o f football players battling fo r the ball
.. A Harward Business Review
.. 2 elderly statesmen
future .. An older man jogging in the park 
.. A mature male w ith  a fem ale
.. A person horseback-riding
.. Domestic robot
.. An older couple w earing festive clothes and waving
.. A cozy seating/table set-up next to  a parasol on a beach
2006_4 (9Z-21) .. Bl Manufacturing facility .. A high-tech manufacturing facility
..Th e task
.. A man and a list o f countries w ith  figures next to  them
(ranking?)
.. Healthy living
now
.. Light food next to a picnic basket, fruit-drinks, having 
lunch outdoors, swimming
.. Life Balance .. A man w ith a woman in his arms, a man sitting w ith  a
... My 'mouse1, my car, my boat dog in a covertible, a man on the beach w ith  a surf-board
.. 100 years of inspiration
future .. N ew  plants .. A more casual production facility
.. Research is the best medicine
.. A man standing w ith oxygen tubes in his nostrils and
w earing a t-sh irt stating 'research is the best m edicine'
..S till some sports .. Some comic figures chasing a ball unable to identify
.. Me .. A famous o lder scientist the object in the car
.. W om en rule .. A noble lady sitting
.. Maybe a problem
.. Challenging hobbies
.. A person leaning on to a sports-car w ith  a device in th e . 
car
Collage Words Images N otes/R em arks
2 0 0 6 _ 5 (9 Z -2 2 ) .. Crisis-press conference .. Som eone in th e  m idst o f journalists
..C le a n  up a mess a fte r  drug tu rned  dow n .. A fe m a le  vacuum -cleaning
now .. D eveloping "tricks 'th at drive th e  business
.. M ost im p ortan t th ing  in my life
.. A picture o f a tin y  baby; a w om an looking into a screen  
and looking conten t
.. Exercise - my tim e - taking care o f ME ! .. A fe m a le  in a bathing-suit d iving into th e  w a te r
.. D eveloping "tricks' th a t drive th e  business
.. A fe m a le  lying in a 'box'; a magician cutting across th e  
box w ith  a large saw
..S till doing th e  business ..A n  a irplane fly ing *BMD = Board o f
future  ; . . Still enjoying LIFE .. An (o ld er) fem a le  and m ale driving in a convertib le Managing Directors
.. Still providing council as chair o f the BMD *
.. A m ale w ith  grey hair and w earing  a business suit; 
sitting in a chair; appearing to  provide advise (?)
COPD = Chronic
2006_6 (9Z -23 ) .. Fight th e  m ajor cause fo r  CORD .. An ashtray w ith  a cigarette; a fe m a le  in the backgound Obstructive 
Pulmonary Disease
now  .. A strategy against blood-pressure
..W o rk in g  a t 70:
.. Ulla Schmidt no longer in charge .. A picture o f th e  German health  m in is ter crossed over
.. Have offices +  w orkplaces equ ipped fo r  
future  handicapped
.. A person in a w h eelch a ir
..W o rk  from  hom e .. A w h ite  'PLUS'-symbol against a red background
.. Lunch-break
.. A 'table fo r  tw o ' on a small cem en t-p la tfo rm
surrounded by w a te r
.. Still fee lin g  fresh .. A p e p p e rm in t- le a f
.. Take a rest . .A  com fortab le  chair
.. A t w ork w hen  needed
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Collage W ords : Images N o tes /R em arks
2 00 6 _ 7  (9Z-24) 
now
..Y o u n g  sales team  
.. M eeting s  
.. On th e  road  
.. G row th
.. Young peo p le  in a concert clapping th e ir  hands up in th e  air  
.. Tw o  figures s itting at a tab le  
. .A  car
.. A 'storage' area
.. Pushing pills
.. A  pharm acist w ith  a p ap er in h e r hand stating "Rx M icardis 
10.000 refills"
..T rave l . .A n  a irp lane
.. Phone .. A m o b ile -p h o n e
.. Long hours .. 4  clocks
.. Fam ily .. A 'm o th e r and a small daughter'
future
.. O ld e rs a le s te a m  
.. Embrace tech(nology) 
..T ra v e l fo r  fun
.. A cavem an and an o ld e r  m an w ith  a long w h ite  beard
.. A com puter-screen
..A c ru is e -y a c h t
.. 60  + living a hom e
.. Close to  hom e
.. L on gterm  $ .. A stack o f Euros
.. M ore tim e
.. A fro n t-s e a t passenger in a car; w ith  g h is / h er bare fe e t  
resting on th e  arm ature
.. S h orter workdays .. An alarm -clock
.. Happy w orkers .. A  sm iling bald m an w ith  a beard  and w earin g  glasses
200 6 _ 8  (9Z-25) ..Jo b
. .  A m anager (?) a t his desk and an assistant (?) standing in th e  
room
now
.. A co ffee-m ach ine  
.. An a irp lane  
.. A g en etic -s tr in g
.. Some type  o f a chart o r pills? unable to itemize
----- v™--. , —
.. A E uro-sign
fu tu re ___ ________
.. A crow d o f w o m en ; an arrow  poin tin g  fro m  this p icture  to  
an o th e r one w hich  displays 1 fe m a le  am ongst 7 m ales; th is  
appears to  be som e fo rm  o f a rank ing /seating  o f a p an e l/b o ard  
.. A drop o f w a te r  ?
challenging to 
describe
.. A laptop
.. Lots o f green
.. A  m ale  w earin g  a cow boy-hat; sitting  on a fence  and using his 
laptop unable to itemize
.. A yoga class, outs ide and close to  th e  w a te r; an instructor 
standing and 3 peo p le  resting on th e ir  backs w ith  th e ir  legs 
lifte n  up tow ards th e  sky stra ig h tened  up
one object
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Collage Words Images Notes/R em arks
2006_ 9 (9Z-26) . .A  highw ay
.. P eople  sitting around tables
.. A large crow ded open-space office facility  w ith  em ployees
now s itting in fro n t o f com puter-screens
.. A large open room  w ith  4  people  in it; a picture o f a large 'eye '
. .T ru s t is b e tte r on th e  w all
.. A red and green tra ffic  light
.. Statistics
.. A bulb shining ( as an indication o f an idea?)
.. A picture o f a car cut ou t in an arrow  form at; th e  arrow  is
pointing  upwards
.. An e ld e r  man sitting in a large arm chair, w earing  a suit, sm iling
future .. A blackberry
. .A  laptop
. .A  m ap o f th e  w orld
.. An eye beh ind som e 'crystal item s'
.. A com fortab le  chair in a spacious m eetin g /o ffice  facility
..Y e llo w  fie lds
.. Living at w ork .. A person s itting on th e  flo o w  w orking  w ith  a laptop
.. The globe and p lan et sun
. .A  residence
. .A  m an w ith  2 young boys; one o f th e  boys has a fo o tba ll in his
hands
.. A n ew  care-fram e; the technical and in te rio r eq u ip m en t
2006_ 10(92-27) belonging to  it  lying in fro n t o f it
now .. 2 peo p le  row ing in a com petition
.. Som eone try ing  to  score in a basketbal game
.. Going to  Harward instead o f retiring .. Various individuals standing in fro n t o f a (campus?) build ing
future  : .. To Learn .. A le a th e r suicase (o ld e r m odel?)
.. A Fantastic fee lin g .. The Rolling Stones to g e th e r and sm iling
. .A  m ale and a fem a le  exercising in a fitness facility ; a physician
.. Enjoying life standing nex t to  th em  and sm iling (m edical check-up?)
.. Delighting th e  children and grandchildren .. A baby w ith  m o th er and grandm other
.. A n o b le /fin e  sunbed and a parasol .. A sunbed and a parasol at a beach
..A  person surfing
..T h e  fu tu re  is green .. Some flo w ers  and leaves on a green backgound
.. Healthy, H ea lth ier .. A w h o lem e a l toast on a plate; ano ther one w ith  spreading on it
.. A stack o f 100 Euro bills w ith  a red ribbon around th em
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Collage Words Images Notes/Remarks
2006_ 11 (9Z-28) .. A business shirt and a tie 
..A  watch
no w
..The environment
.. A mobile-phone
.. A person sitting at an office-table
.. 2 laptops
.. A bottle of champage
..The job
no w  a n d  in the .. Dialogue .. Statistics
fu tu re .. 20% savings .. Graphs
---------^
..The environment
.. A product advertisement
.. Flora and garden
.. A garden magazine with a green cover full of 
flowers
.. A man steering a sailing-boat and a woman
fu tu re sitting in the back of it 
.. A woman and a man standing on a terrase; 
dressed in white adrinks in their hands; looking 
down towards the ocean
2006_ 12(92-28) ..A  map
.. A man carrying a business-case
now ..A  (mens') bicycle
.. A man walking with two mules on his side; 
both mules are carrying goods
.. 2 men talking to each other; the other one
wearing a turban
..A  watch
.. A 10 Euro bill
..A  stall with animals
.. Help ! .. The Beatles
.. A man lifting weights
.. Are we connected? .. Two cranes lifting a load
fu tu re .. ABBA
....-..—  -■...........
.. A bottle of champage
.. A laptop and some robotic fingers/arms
attending to it
..Zen .. A'Zen-corner' 4  pictures could
.. Strong .. Super-woman n o t be item ized
.. Different .. A man wearing a skirt and knee-socks; a
.. Innovation woman with orange 'funky' hair
.. A sheep resting in a basket
.. 20 Euro bills
.. Coloured, mixed .. The face of a person with dark skin
.. Polite .. A man lifting his hat as a sign of courtesy
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.. Graphs
2006_ 13 (9Z-B0) .. A m e tro lo p e  
.. An airplane
.. 3 m en w earing  business suits and laughing; one o f th em
now holding a glas in his hand
now  and fu tu re .. A minus-sign (circled) .. Youngsters painting on th e  flo o r (in a classroom)
future .. T ailo r-m ade solutions fo r  you r success 
.. Be happy
..A n  e ld erly  m ale w earing  a hat 
.. 3 people  fro licking at th e  beach
.. A  m ale in a garden-chair ; he is ta lk ing w ith  an o ld er m ale
w ith  a w h ite  beard w ho is resting on a canvas
.. A fe m a le  and a m ale (w ith  a small backpackjsittingon a
green fie ld  and v iew ing  th e  m ountains
2006_ 14 (9Z-31) __..2 0 %  savings
.. A car
now .. A CD Rom 
. .A  berry cake
.. In xx (location) 1 recharge my batteries . .A  boat sailing
.. A man lifting  a little  boy up in th e  air
.. A  man staring a t a pencil w ith  tw o  ends
.. M en in black in th e  fro n t row; a group o f e ld erly  behind
th em
future . .A  pill
.. Iberogast pills fo r  gastrointestinal problem s
This collage 
displayed two 
possible options 
as scenarios fo r  
thefuture
.. A  surgery being perform ed
-------------- ----------- (a line drawn between these ____
.. Labour-law .. A  labour-law  book opened
..A  fam ily  rid ing m ountain bikes
.. A  residence in the country side
.. It w ill be super ! .. A 'rocking' Santa Claus
Collage Words Images Notes/Remarks
2006_ 15(92-32) .. Hello future !
now
.. Welcome 
.. New
.. In a really good mood and f it
.. A fem ale lifting weights
..Terrific
.. ? Looked for and found it - fits I .. A young child standing and another one in a buggy
.. M en w ere always like that, especially on Saturdays .. Female comicfigures playing football
..Juice, fruits and berries
. .A  male boxer
..Together .. A w eekly  TV programme overview
.. The best at last .. A wom an holding up a medal
future .. A nice residential area
.. Legs (of a dancer?) in a jum ping motion
.. A facial mask
.. W e are wonderful parents
.. M en cheering
.. A male talkshow-master holding his thum b up
' now future The collage required 
a differing form of 
portraying it. All 
items marked with " 
are words which 
were found. All 
others are 
descriptions o f 
images.
2006_ 16 (92-33)
.. A male wearing a business-suit and sitting 
.. A male sitting behind his desk in a large office 
.. A male in a business-suit 'surfing' on the ceiling of 
a building
.. A more mature male wearing business casual and smiling 
.. Fire
.. Lightning and then The Hall of Fame
-------------- - .. A male sitting alone above the clouds
.. A male wearing and suit and standing in a business
.. "Freedom to work as a team , just 'care'"
-------------- facility .."State of the Art" - . .  tw o modern works o f art 
.. "Happy End of Business Day"- .. An ocean bay
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2006_ 17 (9Z-34) ..T w o  leaders representing the German M etal Union 
.. A crowd demonstrating
.. Employees standing in a factory (?) and being assertive
towards something
now .. Always connected ..A  m obile phone
.. A male w ith  a fem ale and tw o  children
..A  male golfing
50 years old ..A  high voltage sign
..A n 'abondened 'su itcase standing alone next to tra in-
rails; 2 warning signs on both sides of this image
future . .7 4
..7 9
.. Statesman 
..T h e  Pope
..6 3 .. A famous couple
..Th ink Big
.. Continuous training .. A figure climbing up an 'academic latter'
-----------------------
.. Learning and improving
.. Statesmen engaged in a discussion
.. A male standing in a grey suit in a m eeting facility
..A  male leading an orchestra
2006_ 18 (9Z-35) now 'future  ^ __ ■{. __ ■ r- :______' > - _____- i
The collage required 
a different way of 
portraying it. All 
items marked with " 
are words which 
were found. All 
others are 
descriptions o f 
images.
.."G oal" ... "Start" . . "Delegate" ..."Goal"
.. Some comicfigures at a start line .. A comic figure crossing the finishing line
.."Focus" ... " Succeed"
.. A work-station .. A scientist in a laboratory
. .A  patient .. Pills
"Balance"
.. 2 wine-glasses w ith redw ine being poured into them
.. Paint-brushes in a bowl
.. "W elcom e" - A welcom e sign w ith  flow ers which are
in the form  of a heart
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..A B C .. ABBA (?)
2006 19 ..D A Y .. A closed closet w ith  a t ie  hanging outside it
(9Z-36) . .3 .4 9 % .. A  graph
now .. A trave l-su itca se
.. A m ale  hugging a fe m a le  (goodbye?)
.. 3. Congress .. A m edical ad v ertisem en t
.. Pills
. .A  co ffee-m a ch in e
.. A  person w ith  a backpack hiking up a re la tive ly  s teep  and stony
m ountain  path
.. 2 x  LOTTO ..A  lo tte ry  tick e t
.. A  person doing pap erw ork  on th e  veran da o f a hut; th e  hu t is in
future th e  m id d le  o f a fo rest
.. 2 p eo p le  s itting  dow n and en joy ing  th e  v ie w  fro m  a h ills ide
.. Paradise dow n tow ard s  a va lle y
.. A m an preparing  som eth ing  to  e a t
2 0 0 6 _ 2 0 (9 Z .. Stress . .A  fe m a le  ho ld ing h e r hands against h er ears and scream ing
(9Z-37) .. 2 peo p le  in fro n t o f  a bu ild ing  block
now .. Fun .. S o m eone m o d ellin g
.. S o m eone ska te-board ing
..T rave l .. A Suitcase add
.. A w atch
.. Fam ily .. A fe m a le  and a m ale  loading a van; a child sitting  on a suitcase
.. Robby W illiam s  perfo rm ing
.. A w e ll-d re ssed  couple at a party (?)
.. Fitness .. A pharm acy-journal
.. 2 w o m e n  jogging
..V a c a tio n .. 2 w o m e n  standing and w earin g  national-costum es
.. Bretagne to  see and to  en joy
.. T om orrow  = jo b  security fo r  EHS
.. I've fa lle n  and 1 can't ge t up .. A fe m a le  and m ale  s itting  on th e  ground and picnicing
future . .6 0 .. A  p icture o f 'Cher' and a n o th e r w om an
.. N e w  m ean ing  o f sp e ed-dating , actual .. Karl Lagerfeld and a y o u n g e rfe m a le ; Prince A lb e rt and an o ld e r
speed-dating fe m a le
3  images could
.. They keep  g e ttin g  younger .. An o ld e r  m ale  sitting  and discussing w ith  a young boy standing not be itemized
.. Throw  m e a life -saver .. A lifesaver
. .N e w  in fo .. A 'b e fo re /a fte r ' new s clip in a m agazine
..T h o se  jo in ts .. A fe m a le  receiv ing  physiotherapy
.. R e m e m b e rth e  good olds days .. 2 o ld e r  e n te rta in ers
.. M ore veg etab les , yuk ! . .A  list o f veg etab les
.. A lte rn a te  th erap y  drugs cost to o  much
P M = prescription
.. M o re  PM's .. A list o f prescrip tion  drugs medicine
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2 00 6_21 (9Z-38) .. 3 m onths o f em otions  
.. 3 x  news
now
.. V ie w
.. A fe m a le  sitting b e tw e e n  2 m en and holding up a tro p h ee  
.. P eople doing special kinds o f yog a-m ovem ents  
.. A m odern  open space
.. A m ale knee ling  on th e  flo o ra n d  build ing  som eth ing  
.. A room  w ith  a disco-like lighting___________________________
.. 3 x em otions
future
.. The good
. .A  m ale laughing
.. A fe m a le  dancing w ith  h er hands up in th e  air 
.. A  person w alk ing  a dog
.. A  baby being held in th e  arms o f h is /h e r  parents
.. A  figu re just abouts to  ju m p  dow n fro m  a chair
.. A  fe m a le  w earing  a dress and knee ling  on th e  ground; she is
repairing  a bicycle
.. A  m ale reading a book
.. A  fe m a le  s itting a Lotus-position outside in th e  fie lds  
. .A  fe m a le  relaxing in a spa____________________________________
2006^22(92-39)
.. M ore in tensive
.. 6.3.%
.. N o w  tim e
.. A  fe m a le  ju m p in g  up in th e  air w ith  a business-suitcase in h er hand 
.. 2m o b ile -p h o n e s  
.. D eep-frozen  food
.. A fe m a le  holding a book over h er head and sm iling
.. A fe m a le  tra ve llin g  on an airplane
.. Suitcases; in th e  back an a irp lane and a hotel
.. 4 x  a fe m a le  w orking  w ith  her laptop (tw ice  at a desk, once on th e
flo o r, once in a ho te l-roo m ? )
..A n  e leg an t shirt 
.. A fe m a le  rejoicing (?)
.. Business suits hanging fro m  a rack 
.. A  piece o f chocolate
.. P eople in a m eetin g  space___________________________________________
future
.. Come  
.. For friends
.. Beauty-Food  
.. Revitalize  
.. Private coach 
.. M em ories
.. A red sports-sandal 
.. A lo tion
.. An o ld suitcase w ith  an old bird-cage on to p  o f it
.. A sm all tab le  outside w ith  ju ice /d rin ks /cu p s
.. A  colourful s ittin g -p illo w
.. A  fe m a le  playing th e  guitar on th e  s treet
.. A re v itiliz in g c re a m
. .A  sm iley
.. A red m otorb ike in th e  garden; covered w ith  flow ers
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2 0 0 6 _  2 3 (9 Z -4 0 )
.. 20% growth
.. A stack of folders
.. Diagrams and statistics
.. Two men wearing suits conversing (politics?)
.. A male wearing a suit, standing and holding his fingers 
crossed behind his back 
.. People behind a barrier
.. A male pulling the sleeves of his business-shirt up
fu tu re
.. Daisies
.. Writing on a green paper
.. A child with parents standing outside in an area full of 
flowers 
.. Salade 
.. Light food
.. A male shopping for food
2 0 0 6 _  2 4 (9 2 -4 1 ) .. A (famous) female in a crowd surrounded by children 
.. A male pointing with his finger during a press-conference 
.. A sprint competition
.. A piece of meat and some carrots on a plate
.. A male watching over a boy's shoulder as he is writing
something (supervising homework?)
.. A boy in an astronaut-suit and a (play)rocket in the 
background___________________________________________
fu tu re
.. Afish on a plate 
.. Green soup
.. A boy_an older man_an elephant
.. Someone standing in front of a massive door and looking
into a thick book
..A fem ale standing and explainingto a group of assertive 
male-pirates
.. An older male celebrating the catch of a sword-fish 
.. Historical buildings and monuments 
.. A number of differing sunscreen-lotions
Collage W ords Im ages N o tes /R em arks
2006_ 25(92-42)
now
future
Unable to purposefully itemize the collage
2006_ 26(92-43) . .A fe m a le  supervising  th e  h o m e w o rk  o f  a girl 
. .A  m o b ile -p h o n e
now .. A  lap top
.. A  cabin-1 ift  in a ski-resort
-------------------- .. Resist th e  signs o f  fa tig u e .. A fe m a le  w ith  bearings on h e r face
.. A  fe m a le  p la y in g th e  g u itar
.. A  person standing and v ie w in g  th e
.. Too w e a lth y  fo r  frien d s , to o  p o o r fo r  th e  banks n e w s p a p e r
.. Balance .. A  fe m a le  standing in a yo g a-p osition
fu ture .. An orange car 
.. 2su n b ed s
.. A  fe m a le  and a m ale  in a sw im m in g -p o o l;
th e y  are resting to g e th e r  on a sw im -m atres s
-------------------
.. A  d o u b le  holds you f i t te r .. 2 figu res  playing chess 
.. 2 x a fe m a le  exercising  
.. A  fe m a le  sm iling; she appears c o n te n t and  
fu ll o f energ y
.. A  d o lp h in  ju m p in g  th rough th e  a ir  
. .A  c ity by night
.. A  su it, shirts, shoes, handbags, g loves and  
o th e r  accessoires ( i.e .  shopping fo r  
fash io n ab le  clothes)
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2006_27(9Z-44) .. Relax for a moment
..Just Google ..A  keyhole
n o w .. A with an 'Indian' hairdo
.. 3 women walking; the one in the middle cannot
be identified
.. A page from a magazine with pictures of people
celebrating
..The Blue Man Group lighting fire and others
lifting their hands up (afraid?)
..Woman
..Talkman .. 3 Older men sitting on a bench
..A  child making a face
..Thinner, healthier,fitter .. 2 portrays of females
.. Over 45 ..A  car
.. 2 people relaxing and talking
fu tu re .. Breakfast
.. Medication
..A fem ale riding a horse
..A fem ale sitting in an armchairand reading a
book
..A fem ale in pyjamas decorating a Christmastree
.. Cooking for you .. A group of females posing in a kitchen
.. A person with a snowboard walking on a
.. Where the Alps are beautiful mountain
2006_ 28(92-45) .. A toddler sitting
.. 3 young girls smiling and posing
n o w .. ABC (chocolate cookies)
.. A boy building a lego-tower
.. 2 dragons
.. 80 Euros in bills
.. A group of women sitting and posing; a man
standing in the back
.. A large load-bearing device holding a load up;
fu tu re  .. Load-bearing capacity people walking underneath
.. 2 comicfigures giving each other a kiss
.. 100 Euros in bills
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2006_29(9Z-46)
.. This remains my secret
.. Huge folders and papers piled up; a tiny female standing 
next to them; she is small in comparison to the pile 
.. AStop-sign
.. A portion of fast-food noodles 
.. A neclace with a cross
fu tu re
Later
.. Women sewing (in Africa?)
.. Cells
.. An elderly female sitting together with a younger one 
.. Cattle
.. Youngsters sitting in bathing suits 
.. Belt, a wallet and coins
.. An elderly female sitting together with a younger one
..Afem ale walking through grass
.. A female sitting in a sun-chair
.. A couple resting on sunlongers at a pool-site
.. A table, book, clock, glas and a flower-painting
2006 30(92-47)
, Staff
, Production problems to solve
.. Intranet
.. 2 people sleeping in a double-bed
.. 2x Dove showering-gels
..A  coffee-machine
.. A limousine
.. Lab-staff
.. 2xSudoku
..A  hamburger
..Aphone
.. Www.
.. Atime-organizer
.. A female working with her laptop; another female 
feeding herfood _________________________
fu tu re
.. The paradise has a name; The 
Dominican Republic _______
.. 2x Dove showering-gels
.. A woman breakfasting in bed; she is wearing a captain's
uniform
..A  convertible
.. 4 pictures of women posing outside 
.. Euro-bills
A man standing on a beach
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CHAPTER 7 -  Appendix 7.14.
Table: Collages 2006 _Emerging themes from words reflecting today’s perceived 
reality
COLLAGES 2006..WORDS REFLECTING PRESENT REAUTY_EMERGING THEMES
WORK CONTENT WORK DEMANDS PRESSURE, STRESS, UNCERTAINTY FAMILY I
.. The task .. Meetings .. "Mamma Mia" .. Most important thing in my life (child) j
.. Crisis-press conference .. On the road .. Crisis .. Family i
.. Clean up a mess after drug turned down ..Travel .. Stress .. Family j
.. Developing "tricks' that drive the business .. Phone .. Help I
.. Production problems to solve .. Long hours .. Stress BALANCING WORK A N D  UFE I
.. Bl Manufacturing facility .. Always connected .. How to continue from here? .. Life Balance I
.. Fight the major cause for COPD ..Travel .. 2006-2026 Pressure under control .. In xx (location) I recharge my batteries I
.. A strategy against blood-pressure .. More intensive (Flexible and organized) .. Vacation.. Bretagne to see and to enjoy |
.."Goal" ..."Start" .. 'Now time' .. Relax for a moment
.. Growth ..Just Google ATTITUDES TOWARDS WORK .. DAY
.. Pushing pills .. Intranet .. Hello future I ..2006 - 2026 Y&Y (LB) j
..Job ..Welcome
..The Job WORK ENVIRONMENT, CULTURE ..New PERSONAL THOUGHTS, MOTIVES
.. Dialogue ..Trust is better .. In a really good mood and fit .. My 'mouse', my car, my boat j
.. 20% savings ..The environment .. Terrific .. This remains my secret (religious belief)
..20% savings .. 3x news .. ? Looked for and found it-fits ! .. Too wealthy for friends, too poor for the banks
..3.49% ..View
.. 6.3.%
.. Men were always like that, especially on
Saturdays HEALTH an d  FITNESS
.. 20% growth ..Woman .. Healthy living
..ABC ..Talkman .. Exercise - my time-taking care of ME!
.. 3. Congress .. Fitness
.. Fun TEAMS .. Resist the signs of fatigue
.. 3 months of emotions ..Young sales team .. Thinner, healthier, fitter
..2006-2026 Plant ..Together
..2006-2026 Analyze .. Staff
.. 2006-2026 Scoring
Table. Collages 2006 _Emerging themes from words reflecting tomorrow’s desired 
world of work
COLLAGES 2006 _  WORDS REFLECTING THE FUTURE, EMERGING THEMES
WORK CONTENT WORK ARRANGEMENTS FUTUREROLE FAMILY AND FRIENDS LEISURE
..Tokeep ongoing
.. Delighting the children and
..60 + living a home„  Developing "tricks'that drive the business ..Freedom to work grandchildren
..Still doing the business ..At work when needed ..Think Big ..We are wonderful parents -Zen
.. Still providing council as chair of the BMD ..Work from home ..To Learn ..Adouble holds you litter ..More time
..The job .. Living at work' .. Continuous training .. Come .. A noble/fine sunbed and a parasol
..Dialogue ..The environment .. Learning and improving ..For friends .. Challenging hobbies
..20% savings .. Flora and garden _ Going to Harward instead of retiring ..Cooking for you -Travel forfun
-  New into .. Embrace tech(nology) „  Labour-law .. Where the Alps are beautiful
-  Alternate therapydrugs costtoo much .. Close to home „  Tailor-made solutions for your success ATTITUDE
..More PMs .. Shorter workdays .. Private coach .. Happiness .. The paradise has a name; The Dominican Republic
.. Lunch-break .  Give a hand ..Be happy
COLLABORATION ..Take a rest .. Still enjoying LIFE .. New meaning ofspeed-daSng, actual speed-dating
..A  large orchestra .. Balance HEALTH, FITNESS, WORKABILITY -  Enjoying life .. 2 x LOTTO
..Ereryone wants to _ Marathon ..AFantastic feeling
..Work together COMPANY ..Still some sports ..It w ill be super 1
.. Happyworkers ..100 years of inspiration ..Stillfeeling fresh .. Paradise
..Are we connected? .. Research is the best medicine .. Healthy, Healthier ..Thefuture is green
.. We trust .. New plants .. Beauty-Food ..Sxemotions
.. Polite
.. Tomorrow= job security for EHS
..Memories 
.. Later
(Environmental Health and Safety) .. Revitalize
.  Load-bearing capacity
DIVERSITY AND INCLUSION WORKFORCE PARV C IPA W N -M e .. Nothing is like it used to be
.. Different.. Innovation (Diversity) ..60 .. I've fallen and leant get up .. Rememberthe good olds days
.. Coloured, mixed ..63 ..Those joints ..Throw me a life-saver
.. H aw  offices + workplaces equipped for 
handicapped ..Working at 70
..Morevegetables,yuk I
..Women rule .. Maybe a problem ..74
.. The best at last (a woman holding up a medal) ..79 FINANCIAL EMPLOYEE BINDING
.. The good ( a female repairing a bike) ..Theykeep getting younger -  Long term $
.. Strong (mnder-woman) ..Over 45
..O ldersalesteam
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CHAPTER 7 -  Appendix 7.15. 
Table: Collages 2006 JEmerging themes from images reflecting today’s perceived 
reality. Part A.
COLLAGES 2006 IMAGES OF TODAY, EMERGING THEMES A
THE W ORK CONTEXTTHE BUSINESS CONTEXT
.. A high-tech manufacturing facility
..A genetic -string
.. Lab-staff
..A  pharm acist with a  pap er in her hand stating "Rx Micardis 10 .000  
refills"
.. An ashtray with a  cigarette; a  fem ale  in the backgound  
. .A  m edical advertisem ent 
. .A  pharm acy-journal 
.. So m e type of a  chart or pills?
.. Pills
..A 's to rag e ' area  
. .A  stall with anim als
WORK FACILITIES
. .A  large open office space; full of people in suits working at their desks
..A  large crowded open-space office facility with em ployees sitting in 
front of com puter-screens
..A  large open room with 4  people in it; a  picture of a  large 'eye' on the  
wall
. .A  keyhole
.. A m a le  sitting behind his d es k  in a  large office
.. A m anag er (?) at his d es k  and an ass is tan t (?) standing in the room  
.. A  person sitting at an office-table
..A  m anag er (?) at his d es k  and an ass is tan t (?) standing in the room  
. .A m a le  w earing a  suit and standing in a  bus iness facility 
.. 2 people in front of a  building block
DIVERSITY A N D  INCLUSION
.. The last row of football players ; standing in the back of a 3-level 
staircase
.. 3 O lder m en sitting on a  bench  
.. The Beatles  
.. ABBA(?)
.. Robby W illiam s performing
..A fe m a le  lifting weights
.. Fem ale com icfigures playing football
..A fe m a le  sitting betw een 2 m en and holding up a trophee
..A  (m e n s’) bicycle
..2  portrays of fem ales
.. A fem ale  with an avant-garde 'Indian' hairdo
.. 3  women walking; the one in the middle cannot be identified
INFORMATION
. .A  person standing and viewing the new spap er 
..A H a rw a rd  Business Review
.. A b u s in ess  shirt and a t ie  
..An e legant shirt
.. Business suits hanging from a  rack
.. A  w om an and a m an sitting around a  table with papers
.. Tw o figures sitting at a  table
.. People sitting around tables
.. People in a  m eeting space
..T w o  m en w earing suits conversing (politics?)
..A m a n  and a  list of countries with figures next to them  (ranking?)
.. Graphs  
.. Statistics 
. .A  graph
.. D iagram s and statistics
..A m a n  holding his hand on his forehead - and contem plating (?) 
. .A m a n  staring at a  pencil with two ends
..A m a n  pulling up the sleeves of his bus iness shirt
.. A m ale pulling the sleeves of his bus iness-sh irt up
.. A  car-fram e; the technical and interior equ ipm ent belonging to it lying
in front of it
.. A fe m a le  vacuum -cleaning (clearing out the mess after a failed 
project)
.. So m eone in the m idst of journalists
. .A m a le  pointing with his finger during a  press-conference
.. A  m ale  w earing a  suit, standing and holding his fingers crossed
behind his back
.."Focus"
.. Aw ork-station  
. .A  patient
.. Crow ds behind a  barrier (newmarkets)
. .2  m en talking to each other; the other one w earing a  turban  
.."G oal" ... "Start"
.. A sprin t competition
..S o m e  com ic figures at a  start line
.. 2 people rowing in a  competition
.. A g ro up of football players battling for the ball
.. So m eone trying to score in a basketbal gam e
. .A m a le  boxer
. .A  leopard leaping through the air
. .A m a n  w alking with two m ules on his side; both m ules are carrying 
goods
.. A  crowd dem onstrating
.. Em ployees standing in a  factory (?) and being assertive towards 
som ething
.. Two leaders representing the G erm an Metal Union  
. .A m a le  in a  bus iness-su it 'surfing' on the ceiling of a  building
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Table: Collages 2006_ Emerging themes from images reflecting today’s perceived
reality. Part B.
COLLAGES 2 0 0 6  _  
REFLECTIONS OF SELF and WORK
. .A m a le  sitting alone above the clouds
..A m a le  in a  bus iness suit sitting alone on a  bench
..A  person with a  backpack hiking up a  relatively s teep and stony
m ountain path
. .A  picture of a  car cut out in an arrow format; the arrow is pointing 
upwards
.. A  red and green traffic light 
..A S to p -s ig n
.. A  room with a  disco-like lighting
..A fe m a le  holding a  book over her head and sm iling
. .A  stack of folders
.. Huge folders and papers piled up; a tiny fem ale  standing next to them ; 
sh e  is sm all in com parison to the pile 
. .A fe m a le  holding her hands aga inst her ears and scream ing  
..A fe m a le  sm iling
..A fe m a le  jum ping up in the air with a bus iness-su itcase in her hand  
. .A fe m a le  rejoicing (?)
. .3  m en w earing business suits and laughing; one of them  holding a
g las in his hand
..A  bottle of cham p age
FAM ILY AND  FRIENDS
.. A m ale with a  fem ale  and two children
..A fe m a le  and a  m ale  loading a  van; a  child sitting on a  suitcase
..A m a n  lifting a  little boy up in the air
. .A  picture of a  tiny baby; a  w om an looking into a  screen and looking 
content
..A to d d le r sitting
.. A young child standing and another one in a  buggy
..A  boy in an astronaut-suit and a  (play)rocketin the background
..A 'm o th er and a sm all daughter'
.. 3 young girls sm iling and posing 
.. A boy building a  lego-tower 
.. A child m aking a  face
.. Children blowing out candles on a birthday-cake
. .A m a le  watching over a  boy's shoulder as he is writing som ething
(supervising hom ew ork?)
.. A fe m a le  supervising the hom ew ork of a  girl
.. Young people  in a  concert clapping their hands up in the air
.. ABC (chocolate cookies)
.. 2 dragons
.. 2 people s leeping in a double-bed  
.. 2 xD ove show ering-gels
.. An elderly fern ale in a  crowd surrounded by children 
. .A m a n  with a  w om an in his arm s, a m an sitting with a  dog in a  
covertible, a m an on the beach with a surf-board
. .A  page from a  m agazine with pictures of people celebrating
IMAGES O F T O D A Y , EMERGING THEM ES _  B 
HEALTH, FITNESS, WELL-BEING
. .A fe m a le  in a  bathing-suit diving into the w ater  
. .A m a le  golfing
. .2  w om en jogging
.. People doing special kinds of yoga-m ovem ents
. .A  boat sailing  
.. Acoffee-m achine  
.. Acoffee-m achine  
. .A coffee -m ach ine  
.. Deep-frozen food
. .A  ham burger
. .A  portion of fast-food noodles
..A p ie c e  of m eat and so m e  carrots on a  plate
.. Food in a bowl
..A p ie c e  of chocolate
.. Aberrycake
.. Juice, fruits and berries
.. Light food next to a  picnic basket, fruit-drinks, having lunch outdoors, 
sw im m ing
..A fe m a le  playing the guitar 
. .A fe m a le  with bearings on her face 
. .A  closed closet with a t ie  hanging outside it 
.. A  neclace with a  cross
FINANCES
. .A  10 Euro bill 
.. 80  Euros in bills
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CHAPTER 7 -  Appendix 7.16.
Table: Collages 2006_ Emerging themes from images reflecting tomorrow’s desired
world of work. Part A.
COLLAGES 2006 _  IMAGES REFLECTING THE FUTURE, EMERGING THEMES_Chart A
CONTINUE TO BE CHALLENGED; MAKING A 
DIFFERENCE _  ........... ...............
WORKING ARRANGEMENTS CASUAL ENVIRONMENT
..A fem ale lying in a 'box'; a magician cutting across 
the box with a large saw (tricks that drive the
..A  computer-screen .. A more casual production facility
...The palm of a hand full of earth; someone planting 
a tiny plant into it
..A  laptop .. A colourful sitting-pillow
.. Some comic figures chasing a ball ..A  laptop
.. An elder man sitting in a large armchair, wearing a 
suit, smiling
.. "Delegate" ... "Goal"
.. A laptop and some roboticfingers/arms attending 
to it
.. A comfortable chair in a spacious meeting/office 
facility
.. A comic figure crossing the finishing line .. A person sitting on the floor working with a laptop .. A male standing in a grey suit in a meeting facility
.. A male with grey hair jumping over a log
.. A male wearing a cowboy-hat; sitting on a fence 
and working with his laptop
.. A more mature male wearing business casual and 
smiling
.. A basketball-player abouts to score a basket ..A  blackberry
.. A figure just abouts to jump down from a chair
.. A person doing paperwork on the veranda of a hut; 
the hut is in the middle of a forest PERSONAL GROWTH
.. An orange car .. "Happy End of Business Day"- .. An ocean bay
.. Various individuals standing in front of a (campus?) 
building
.. Fire ..A  map of the world .. An open labour-law book
.. Lightning and then The Hall of Fame .. The globe and planet sun
.. Someone standing in front of a massive door and 
looking into a thick book
.. A male leading an orchestra ..An airplane flying ..A  figure climbing up an 'academic latter'
... " Succeed" ..A  car
.. A scientist in a laboratory .. A city by night SUPPORT, ADVISE
.. A famous older scientist .. An alarm-clock (shorter workdays) .. A white 'PLUS'-symbol against a red background
.. Cells .. An eye behind some 'crystal items'
.. Men in black in the front row; a group of elderly 
behind them
..A  man standing with oxygen tubes in his nostrils 
and wearing a t-shirt stating 'research is the best 
medicine'
.. A male with grey hair and wearing a business suit; ; 
sitting in a chair; appearing to provide advise (?)
.. A list of prescription drugs
FINANCIALS
.. A male wearing a business suit; sitting and 
contemplating
.. A product advertisement . . a  stack of Euros .. 2 elderly statesmen
.. Statistics .. A Euro-sign .. Statesman
.. Graphs
.. A stack of 100 Euro bills with a red ribbon around
them .. Statesmen engaged in a discussion
.."State of the Art" - . .  two modern works of art ..20  Euro bills .. Women sewing (in Africa?)
.. An older male celebrating the catch of a sword-fish .. 100 Euros in bills
.. A 'before/after' news clip in a magazine .. Euro-bills
.. A sheep resting in a basket 
..A  lottery ticket
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Table: Collages 2006_ Emerging themes from images reflecting tomorrow’s desired
world of work. Part B.
COLLAGES 2006 _ IMAGES REFLECTING THE FUTURE, EMERGING THEMES..Chart B
DIVERSITY AND INCLUSION COLLABORATION STILL GOING STRONG |
.. A person in a w heelchair .. Two cranes lifting a load .. A 'rocking' Santa Claus
.. A man wearing a skirt and knee-socks; a woman
.. "Freedom to w ork as a team , just 'care'" ..ABBA
w ith orange 'funky' hair
.. The face of a person w ith  dark skin ..The Rolling Stones together and smiling ..Th e Rolling Stones together and smiling
.. An elderly male wearing a hat
.. 2m en  standing next to each other (in business 
casual) and smiling
.. A picture of 'Cher' and another woman
.. A caveman and an older man w ith a long w hite .. A man lifting his hat as a sign of courtesy .. 2 older entertainers
.. A noble lady sitting .. A bottle of champage ..The Pope
.. A crowd of wom en; 1 fem ale amongst 7 males on a 
"board"
.. Historical buildings and monuments
.. A woman holding up a medal INTERGENERATIONAL
.. A large load-bearing device holding a load j 
up; people walking underneath
.. A male talkshow-master holding his thumb up
.. Karl Lagerfeld and ayoungerfem ale ; Prince Albert 
and an o lderfem ale
.. Men cheering
.. An older male sitting and discussing w ith a young 
boy standing
{balance j
.. A fem ale wearing a dress and kneeling on the 
ground; she is repairing a bicycle
.. A boy_an older man_an elephant "Balance"
.. A fem ale standing and explaining to a group of ..A n elderly fem ale sitting together w ith a younger .. 2 wine-glasses w ith redw ine being j
assertive male-pirates one poured into them
.. A group of wom en sitting and posing; a man 
standing in the back
..A 'Zen-corner'
.. An orange car
.. A cozy seating/table set-up next to a 
parasol on a beach
.. A woman breakfasting in bed; she is wearing a
captain's uniform
.. 4 pictures of wom en posing outside
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Table: Collages 2006_ Emerging themes from images reflecting tomorrow’s desired
world of work. Part C.
HEALTH, FITNESS
.. A male and a fem ale exercising in a fitness 
facility; a physician standing next to  them  and 
smiling (medical check-up?)
..A  man lifting w eights 
. .2 x  a fem ale exercising
.. Legs (of a dancer?) in a jumping motion
.. Pills 
..A  pill
.. Iberogast pills for gastrointestinal problems 
.. Medication
.. A surgery being performed
.. A fem ale receiving physiotherapy 
.. A lifesaver
WELL-BEING
..A  comfortable chair
..A  fem ale relaxing in a spa
.. A facial mask 
..A revitilizingcream  
..A  lotion
.. A sunbed and a parasol at a beach
..A  list of vegetab les  
..A pepperm int-leaf
.. A w holem eal toast on a plate; another one with  
spreading on it
..Salade
.. Light food  
..A  fish on a plate
.. Green soup
.. A male shopping for food  
.. Breakfast
.. A number o f differing sunscreen-lotions 
. .2  sunbeds
.. A fem ale sitting in a sun-chair
.. A couple resting on sunlongers at a pool-site
A man standing on a beach
j COLLAGES 2006 _  IMAGES REFLECTING THE FUTURE, BtERQNGTHEMES_Chart C 
FAMILY AND FRIENDS HOME
..A m an  standing and steering a sailing boat with a 
wom an next to  him
..A m an  steering a sailing-boat and a woman 
sitting in the back
.. An (older) fem ale and male driving in a 
convertible
..A  wom an and a man standi ng on a terrase; 
dressed in white; drinks in their hands; looking 
down towards the ocean 
.. A fem ale and male sitting on th e ground and 
picnicing
.. A mature male with a fem ale  
. .A  fam ous couple
.. An older couple w earingfestive clothes and 
waving
.. Heidi Klum in the arms of her husband Seal
.. A ta b le  fortw o1 on a small cement-platform
surrounded by water
.. 2 x Dove showering-gels
.. 2 com ic figures giving each other a kiss
.. A fem ale and a m ale in a swimming-pool; they
are restingtogetheron  a swim-matress
..A fem a le  in pyjamas decorating a Christmastree
.. A child with parents standing outside in an area 
full o f  flowers
.. A baby being held in th e arms o f his/her parents
.. Afam ily riding mountain bikes
.. A baby with m other and grandmother
.. "Welcome" - A heart-shaped sign of flowers
.. A man preparing som ething to  eat  
.. 3 people frolickingatthe beach
..A  residence
.. A residence in th e  country side  
. .A  nice residential area
..Lots o f green
.. Some flow ers and leaves on a green backgound
.. A garden magazine with a green cover full of 
flow ers
.. A table, book, clock, glas and a flower-painting .. Daisies
.. A red motorbike in the garden; covered with  
flow ers
.. A fem ale walking through grass
.. An old suitcase with an old bird-cage on top  of it .. Yellow fields 
.. A leather suitcase (older model?)
.HAPPINESS .......................................................................
..A  sm iley  
..A 'sm iley'
.. A smiling bald man with a beard and wearing 
glasses
..A m ale  laughing
.. A fem ale dancing with her hands up in the air 
..A fem a le  smiling; she appears content and full of 
energy
.. A dolphin jumpingthrough the air
.. Feet walking in sports-shoes
.. An older man jogging in th e park 
.. A person horseback-riding
..A fem a le  riding a horse
.. A fem ale sitting a Lotus-position outside in the  
fields
.. A yoga class, outside and close to  the water
.. A fem ale standing in a yoga-position  
.. A person surfing
.. A person with a snowboard walking on a 
mountain
.. A person leaning on to a sports-car with a device  
in the car
.. A red sports-sandal 
..A  person walking a dog
.. A fem ale p layingthe guitar on th e street
.. A man standing in front o f  his convertible and
playingthe guitar
.. Paint-brushes in a bowl
..A  male reading a book
..A fem a le  sitting in an armchairand reading a
book
. .2  figures playing chess
.. A group o f fem ales posing in a kitchen
.. A front-seat passenger in a car; with g h is / her
bare fe e t  resting on the armature
.. Acruise-ship
..A  convertible
.. A suit, shirts, sh oes, handbags, gloves and other 
accessoires (i.e. shopping forfashionable clothes)
..A  drop o f  w ater?
.. 2 peop le sitting down and enjoying the view  
from a hillside down towards a valley  
.. A fem ale and a male (with a small 
backpackjsitting on a green field  and viewing the  
mountains
.. Writings on a grass-green paper
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Chapter 7 -  Appendices in 7.17. 
Tables: Words and images found in 25 individual collages of Cohort _2007
Collage Words Images Notes/Rem arks
2007 1 Stress .. Watch
now
.. Cannot fee l -  maybe too  late .. P eople-like figures stuck in a huge snowball rolling down a slope 
.. A man in a treadm ill w earing a suit
.. A w om an holding a m obilephone against her one ear and her hand against 
the  o ther ear
.. A sm aller fish sw im m ing into the open m outh o f a larger one
.. Light life .. A man sitting in the evening on the  shore w ith  a cup in his hand
future
.. 'Fit and healthy fo r you' 
.. M akes the  m om ent 
.. +
.. Elderly couple sitting on a bench 
. .A  plate w ith  pills on it
.. xx in th e  role o f her life
2007_2__
now
.. Mystery  
. .T h e film  runs
..A n  airplane
. .A  w om an w ith  a sizeable silverball in her hand
.. A w om an holding a stack o f books above her head
.. A m ale ice-skater holding another m ale ice-skaterin  the air
.. A watch
.. Dalai Lama
Note: unable to 
itemize the 
'pyramide'-type 
wall decoration
future
.. Half Lotus pose (a common yoga posture) 
..Sun
.. Glas of beer
2007_3
(female)
now
.. W hat else?
.. Desperate housewives 
..T o  keep on board
.. A fem ale  on her knees digging into a closet 
. .A fe m a le  w ith  4sw im rings around her waist 
.. The main actors of 'desperate housewives' in a line  
. .A  suitcase
.. A fem a le  pulling a tro lley-suitcase behind
.. 2m obilephones
.. A car
.. A watch
future
.. Be active
.. Nothing is impossible 
:.. Impossible (crossed over), just do it! 
.. Continue w ith  your dynamism  
.. Forever young
.. An o lder lady at a bus-stop doing a 'vertical split' against a pole w h ile  
standing
.. A picture w ith  a pharmacist servicing a fem ale  (crossed over)
.. A fem a le  in a yoga-m editation posture 
.. A doze of 'juvena skin-optim izer' -cream
.. M ore seren ity
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Collage Words Images Notes/Remarks
2007 4 ..Speed .. Formula 1 race-car
.. Coffee Addict .. A package of Lavazza Coffee
now .. Competition .. Passingthe finishing line as first in a competition
.. Job and child - this is how 1 wangle it .. A package of frozen fish-filets
.. W e don't change our rythm .. 3 wacthes
.. Ratios .. Statistics
.. Always in 
.. M ovem ent 
.. Hotel
.. M obile phone
.. Serenity and efficiency .. Dalai Lama
.. Old, relaxed and still connected .. A grey-haired male laughing
future Happiness .. A w indow  open towards the sea
.. Continuing work but som etim e from  home .. A male working at his desk 'at home'
.. Time to help and share .. Paula and Bill Gates holding babies 
.. A nurse hanging up an infusion-bag 
.. A stack of Euros w ith an arrow pointing towards the nurse
2007 5 .. Like an achilles, just w ithout the heal .. A watch
.. Moving the future, German railways .. A car pictured from  the back driving into a curve
now .. A city w ith  motorways
.. Prospect .. A male sailing in a 'flying jo lly-boat'
.. W ith wings over the w ater .. A male w earing a tie  standing in front o f a colourful wall
future .. A male together w ith  'his fam ily' 
.. The Rolling Stones performing
2007 6 .. W e do more .. Children running across the fie ld  w ith  th e ir hands up in the air
now .. Always - building bridges .. Disco-action in motion
.. Always - building bridges ..A m a le  running in the m iddle o f the road in a w hite coat
..Th e  newJoop .. A male sailing relatively rough waters
future !.. Next w eek in Focus .. A couple kissing in a foam y bathtub
.. For talks a tth e  highest levels .. Keith Richards playing the guitar
.. 3 birds sitting on a branch
Collage W ords Images N o tes /R em arks
2007 7 .. The Boss . .A  grow ling lion
..Typ ica l M ee tin g .. A com bat so ld ier w earing  a h e lm e t
now .. Life is a balancing act .. The Simpson Fam ily on a high w ire
.. M eetings, m eetings, m eetings .. A w atch
.. B e ing 'M ega-c lever' .. A show -girl holding a 'M ega-clever'-sign in her hand
future ;.. C e lebrating  o ur success .. Cham pagne being poured in to  a glass
.. Having fun .. A fe m a le  in a b ik in i-top  laughing
------------------
.. Tw o larger fish w ith  th e ir  m ouths open a im ing at a sm aller
2007 8 .. You fe e l nothing, until it  is perhaps too  late fish sw im m ing
.. W ild  W est .. A racing cyclist in m otion
. .A  m an try ing  to  lit  up a grill and f ire m e n  running tow ards
now th e  same grill w ith  a fireho se in th e ir  hands
.. Festive magic .. 4  watches
.. Living .. Berries in a bow l
future .. Luxury .. A m ature m ale laughing
.. Living in balance .. H ealing and prevention
o f psychosomatic illnesses .. An Adidas jogging-shoe
.. Eating hea lthy
.. In itia tive
.. N e w  Social M arke t Economy
_ _ _ _ _ _ _ _ -
.. A fe m a le  and m ale ta lk ing  w ith  th e  m ale's head som ew hat This im age is
2007 9 dow n d ifficu lt to  ite m ize
.. Sudoku
now . .A  laptop
. .A  car
.. A Football Club (111 years)
.. Longing fo r .. A villa  w ith  a pool in th e  Toscana
..T rave l .. A hote l and property  on th e  beach
future .. M oney ruins th e  w orld  (is crossed over9 .. A country-hom e and m oney-b ills
.. A hote l and property  on th e  beach . .A  couple i.e . young fe m a le  and e ld e rly  m ale
.. He 77, She 27
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Collage W ords Images Notes/Rem arks
2007 10
future
.. Finding my place 
.. Integration 
.. Orientation
.. Meaningful job 
..Team  
.. Vision
..Challenge 
.. Passion 
.. Career
.. Performance at top form  
..W E
.. Leadership 
.. Health 
.. Backpains 
.. Mental fitness 
.. Financial security 
.. Friends
.. Living in balance, Life/Work Balance 
.. Culture 
.. Music 
.. Luck
.. A mirror 
..A  lamp
.. 4individuals (colleagues?) standing in white coats 
.. 2 people hiking with backpacks in the mountains
difficult to itemize
.. A male with a trophy in his hand 
.. 2 Formula 1 drivers 
..A  couple waltzing
.. A group of people in a circle bending their heads down towards a 
camera
.. People walking towards a house 
.. Coins
..A fem ale  viewing her own profile in a mirror 
.. A female sitting with her back towards the viewer 
.. An apple and an apple-juice
2007 11 .. Adisak's Dream 
.. Work hard,
.. Have fun,
.. Player,
.. Motivation
.A  car
.A  boxing fight 
.2  beer bottles 
.A  city skyline 
.A football player 
.A fem ale  model
future
.. Work hard 
:.. Innovation & Speed 
.. No boundary 
.. 'Have fun'
.. Motivation
. A robot 
.A  ID  racing car 
.A b e e r
. A bamboo-forest
. A male in a business-suit and with a briefcase in the field amongst cows 
. Two men fi ring guns at someone on the ground 
. A male sitting and explaining 
.A fem ale  model
Collage Words Images Notes/Remarks
2007 12 ..Argumentation ..A male explaining
.. Information .. Someone travelling on a bus
now .. Serious .. A high office building with a Euro-sign in front
.. Business .. A watch (which is additionally circled)
.. Growth .. A long corridor of books on shelves
.. Strong Euro .. A female with a reptile on her office-table
..Team .. A football game in motion
— .. Working like the professionals
.. Columbus searched 8 years to find someone to
.. 4 individuals enjoying a meal
finance his ship .. A male in a business-suit going up an escalator
..Search for money .. A female working with a laptop
.. (Balance! .. A padded bench with pillows in a garden
.. Books .. Pictures of books
.. Engagement .. A frog resting on a banana
M u re .......... _ .. Environment .. A mature female looking at a paper with a young girl
.. Support future generations ..An art mask
.. Cultural Exchange .. A'Zen-like’patio
.. Look good ..A double-bed portrayed outside with an ocean in the back
.. Appearyoung; for me no question of age ..A female smiling
.. Relax ..A pyramide
..Travel ..'Fitness food'
.. Fitness .. A female Jumping up into the air
.. Discovery .. A monkey holding a tiny baby-monkey in its hands
2007 13 ..Vision ..Jacqueline and John F. Kennedy
.. Fight .. A pre-historic man swaying his bat at antoher man laying on the ground
.. Competition
..This company no. 11 .. Arnold Schwarzenegger holding his thumb up for victory
f u ture  ............. ..Then we relax .. Pierre Brosnan resting on the ground and 'chillling' with a drink
.. Avoid unreliable pensions funds
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Collage Words Images Notes/Remarks
2007_ 14 .. Global travel 
.. New buildings 
..Safety in the labs
..The globe 
..A  building
.. A 'medical-laboratory' office
.. 2 individuals wearing full-body protective clothing
future
..Time for other things
:.. Working from home 
.. Alternate travel
..A  watch
.. A church tower in a setting with surrounding fields and
mountains
.. Men cycling
.. Health .. A medical check-up
.. Global warming ..A pharmacy
.. Complexity ..2  children kneeling on desiccated land
.. People riding camels in the desert
.. A man portraying a storm/cyclone in the back
.. A data net with multiple connections
2007 15 .. Change = Stress? .. Watering plants with a watering-can 
..A  vegetarian plate
.. There is an 'intermediate section' in 
this collage which makes allocating the 
words and images in this part to any 
other columns difficult;
.. Words; before, after, enjoying
------------------
__ before, after, enjoying vegetarian food afemale exercising, 2 male abdominals vegetarian food
.. Images; a female exercising,
.. 2male abdominals
.. Aroma-care for the body and senses 
: .. Boss
.. New, rebalancingfragnance
.. A bottle o f aroma-care for the body 
.. A lady sitting wearing a 'Boss' belt (brand) 
.. A male herding caddie
.. Dry skin, feeling of tightness in the skin ..A  bundle of carrots
.. Medicine from China ..Afemale and a male on a sailing boat
.. The face of an elephant
Collage Words Images Notes/Remarks
2007 16 .. Cars
.. Satellite projection unsure of image
.. 'I've got to have you' .. A Satellite projection? unsure of image
future ..A  female and male
.. Two hands holding on to each other
.. Two perfume bottles
..A  car
.. A tribe with surrounding Richard Branson
.. Skiers resting on snow with their backs against their skis
.. Bill Clinton, Bill Gates, Richard Branson, Angelina Jolie and
Warren Buffet flying as super-heroes in the air
.. A bag with medication
2007 17 .. Stress .. A person carrying a high stack of shoe boxes
..Superwoman .. Bschool-children in motion carrying their schooi-packs
.. Where today and tomorrow meet; Excitement and
now Challenges ..A  young girl resting in bed
.. Pure adventure ..A  crossword puzzle
.. Ursula von der Leyen (German politician) with her large family
..A  tiger
..A  brain
.. Time to put my boots on the table once in a while .. A pair of boots on a prepared table
future ;.. Balance .. A young girl sitting on the beach ..The original
..Time for reflection ..A fem ale item was called
.. Colours .. A person with colourful rollers in her hair 'healthy org'. The
..Stay fit .. Pills researcher has
.. Many people (colleagues?) sitting around a table with now taken the
.. Healthy organism (orhealthy organization?) papers, plates and glasses on it liberty to intepret
.. Find better ways to do things .. A filled in crossword puzzle it as healthy
..Challenges and time .. Someone cutting grass with tiny scissors organism. It could
.. Nice culture and environment .. Someone enjoying a massage on the beach also refer to
..BIG TIME .. A female and a male playing mini-golf healthy
.. Flexibility organization.
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Collage Words Images Notes/Remarks
2007 18 .. T rave llin g fo rth e  soul (in athought-bubble )
.. Lot o f work
now .. $b ills
.. M eetings, tasks, goals
.. Friends &  Family
.. Learning
.. Rest and reflec t m ore!
.. But happy and with a lot of experience to share
future ..Subsidiary?
.. Healthy
.. M ore vacations and fam ily  tim e
..Savings i ll ..T h e  name of the
.. Nice w orking env ironm ent subsidiary w ill
.. But happy and w ith  a lo t o f experience to  share herew ith  be kept
.. Name of a subsidiary, xx? anonymous
.. Healthy
.. M ore vacations and fam ily  tim e
..Savings I!!!!
.. Nice w orking env ironm ent
2007 19 .. Your pharmacy w ill then  you w hat really helps .. A fem ale  pharmacist
.. Customers ..A  team
now ..Team ..A co ffee -m ach in e
..Technology .. 2 m ales looking at a computer-screen in a room
.. Enabler . .A  m obilephone
..A  laptop
..A  blackberry
.. W orklife balance .. A fem ale  and m ale running hand in hand on the beach
future ;.. Telecom m uting .. A bedroom
.. Leverage technology fo r  efficiency .. A flatscreen
.. The game has not changed, but the m aterial has .. 2 males m odelling sporstwear
.. Making a difference in life .. 2 babies
.. A male standing in the w ate r holding his hands and a
.. N ew  challenges torch up fo r victory (survivalshow winner?)
.. Survivor
Collage W ords Images N otes/R em arks
2007_20 .. Family .. People and m obile phones
now
.. A m ale w ith  his head and tie  hanging down  
.. A male shouting/singing in to  a m icrophone and 
another man perform ing a salto 
.. M eal options
.. Due to  th e  lay-out o f the  
collage it  is challenging to  
allocate th e  w ords and
future
.. A fem a le  and a m ale on a bed; the  m ale is talk ing on 
his m obile phone and the fem a le  watching  
.. A m ale looking up and his tie  standing up 
.. People laughing in a row ing boat 
..T h e  Simpson fam ily
columns. Hence, th is collage 
w ill not be fu rth e r  analyzed.
2007_21
.. Q uality .. A m ale w earing  a suit and holding hands w ith  2 
fem ales; one o f the  w om en wears a brides dress and
now the o th e ro n e  wears jeans
.. Innovation .. A V o lksw agen-beetle
future .. 3 d iffe re n t kinds o f Volkswagen cars
.. A couple resting on a sw im -m atress in the  pool
2007_22
.. Leverage
.. A po lice-o fficer talking w ith  a m ale and a fe m a le ; 2 
cars are in the  back of th em  - one o f th e  cars has 
reversed so th at it is partially on top  of the o ther one
now .. Born to  cook .. A tra ffic -jam
.. A fam ous German cook w ith  tw o  rows of 'standing' 
sword-fish in th e  back
.. A m ale w earing  surgical lenses w ith  microscopic
.. Focus - w o rk /fle x ib ility /fa m ily glasses attached
future .. W orld -cham pion of the  hearts . .A  shoe
.. The sea .. Children playing in w ate r
.. A lighthouse
.. A village-cottage
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Collage Words Images Notes/Rem arks
2 00 7 -2 3 .. W ith  a long way ahead .. People w alking dow n a staircase
.. A male sitting on a tab le  and looking at a chalkboard fu ll o f
..Try ing  to  figure ou t th e  answers
m athem atical form ulas
now .. W atching tim e  pass by .. A watch
.. In a highly com petitive env ironm ent .. Tw o fu lly  equ ipped m arine-soldiers
.. Tw o cyclists riding up a hill behind each other; th e y  are in
.. Catching up w ith  com petitors com petition  w ith  crowds cheering around them
.. Cordial env ironm ent .. M any people in a park picnicing
.. Preparing new  generations .. A m ale and a younger boy smiling
future .. Enjoying every second .. 2 m ales pointing at a laptop screen (office?)
.. Helping out colleagues .. A watch
.. O utperform ing com petitors ..S o m e Euro-bills€
.. Enjoying recognition .. A m otorbike riding ahead o f a car
.. A m ale w earing  a suit is w alking dow n th e  stairs w ith  fem ales  
on both sides; th e  w om en are w earing bikini and clapping th e ir  
hands
2007 24 ..4 2 .. A running-shoe
.. M y corporate car .. A package of m edication
.. A male w earing  a suit, laying on the flo o r on his stomach;
.. M y workplace children pulling his tie , sitting on top  o f him  and pulling his
now legs
.. M y job
.. Employees? .. M en chasing a ball
.. G etting results? .. A fire -eng ine  next to  a burning house
.. M y fre e tim e ..T w o  young girls eating plums from  a plate in a garden
.. 14 m inutes  
.. M y w orkm ates  
.. Usually 
.. Som etim es
..7 0 .. A cabriole
future . .O n e  o f my 4  cars .. A large country-hom e
.. Free tim e  20hrs .. A m ale w earing  an apron in a co ffee /tea -sh ow room  o r cellar
.. M y w o rk /jo b  consultant 
.. M y workm ates -  grandchildren
.. Tw o young girls in a garden, eating plums from  a plate
Collage Words Images Notes/R em arks
2007_ 25 
now
.. Tough w ork schedule 
.. Back to  back meetings  
.. O ffice structure - rigid at tim es  
.. Com petitive
.. 2 team s playing beach-volleyball against each o ther
.. A soccer-game in action w ith  m en running
.. A fem a le  in a quasi-sprinting position
. .A  figure w ith  red 'pain spots'in  diverse parts o f th e  body
---------------- .. Exhausted 
.. Feeling s tuffed
.. An individual resting exhausted in an armchair
. .A  stylish m ature lady w ith  grey hair sm iling som ew hat
fatigued
.. Driven .. A fem a le  lying on th e  flo o r on h er stomach and w orking w ith  a laptop
------ - ------ -
.. Lim ited tim e  fo r m e, m y fa m ily ...
.. Yet 1 love my career (underlined)
.. But how  1 fee l and look today (a t tim es!)
.. A fem a le  sitting a t an office-desk drinking ju ice out o f a bo ttle
future
.. M y office o f the  fu ture  
.. M ore tim e fo r  fam ily  
.. S m arte r- m ore experienced
.. A kitchen w ith  a large w ind ow  open in g to w ards the  garden and w a te r  (lak e /river? )  
.. A m ale sitting on a sofa and reading a book 
.. A man holding a w om an in his arms
-------- .. W isdom
.. W hat 1 fee l like and look like in the fu tu re  
..T h e  new  spa trends
.. A w om an sitting and holding tw o  children in her arms 
.. A man sitting on a carpet and 'doing paper-w ork'
..A  w om an lying on her stomach (in a spa?)
- - —
.. An enthus iasticfem a le w ith  a b igsm ile  on h erface  
.. A fem ale  looking relaxed and self- confident
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CHAPTER 7 -  Appendix 7.18. 
Table: Collages 2007 _Emerging themes from words reflecting today’s perceived 
reality
COLLAGES 2007 WORDS REFLECTING PRESENT REALITY, EMERGING THEMES
FUTURE ORIENTATION WORKCONTEXT PRESSURE, STRESS PERSONAL GROWTH .................... .. .............
..Vision ..Speed .. Stress .. Learning
.. Discovery .. Ratios .. Stress .. Leverage
.. Where today and tomorrow
meet; Excitement and ..W e  do more .. Change = Stress? ..W ith  a long way ahead
Challenges
.. Pure adventure ..W ork hard .. Cannot feel - maybe too late
..Trying to figure out the answ, .. We can make it to the too easv. o r .. You feel nothing, until it is oerhaos too \ate\wORK-FAMILY-WORKDEMANDS
..N ew  buildings ..M oving the future .. Exhausted .. Always - building bridges
.. Growth
.. Travellingforthe soul (in a thought-
..Superwoman
bubble i.e. escaping in one's mind)
WORKSCOPE .. Business ..Tough work schedule .. Job and child - this is how 1 wangle it
.. Quality .. Motivation .. Lot of work
..Safety in the labs ..Serious .. Office structure - rigid at times "PRIVATE ME"
.. Columbus searched 8 years
to find someone to finance .. Player .. Always in ..42
his ship
..Search for money .. Competition .. We don't change our rythm ..$  bills
..Customers .. Competition ..To keep on board .. Born to cook
..Your pharmacy will tell you 
what really helps
.. Competitive ..W hat else? .. Friends & Family
.. Catching up with competitors .. Watching time pass by .. Family
COLLEAGUES .. Working like the professionals .. My freetime .. Have fun
..Team ..Getting results? .. 14 minutes .. Adisak's Dream
..Team ..In  a highly competitive environme.. Life is a balancing act .. Snow
..M y  workmates ..Argumentation .. Restand reflect more I
..The Boss .. Fight .. Desperate housewives {"UNDEFINED" _  ______
..W ild  West .. Like an achilles, just without the heal ..M y corporate car
IS-TECHNOLOGY J..Strong Euro .. Feeling stuffed .. My workplace
.. Enabler .. Coffee Addict ..M y  job
..Technology ORIENTATION .. Employees?
.. Mystery Iw oW d em a n d s j  .. Usually
..The film runs .. Typical Meeting (combat suit) .. Sometimes
..Finding my place .. Meetings, tasks, goals
..Integration .. Back to back meetings
.. Orientation .. Movement
..Information .. Hotel
.. Global travel
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Table: Collages 2007 _Emerging themes from words reflecting tomorrow’s desired 
world of work
COLLAGES 2007 WORDS REFLECTING THE FUTURE EMERGING THEMES
JOB EXPECTATIONS FUTUREROLES MINDSET enTo y in g  t îm e  ;
.. Leadership .. My work/job consultant .. Be active .. Enjoying every second
.. Career .. Find better ways to do things .. Engagement .. Light life
..Meaningful job .. Helping out colleagues .. Initiative .. Makes the moment
..Time to help and share .. Passion .. Living
WORK ARRANGEMENTS .. Support future generations .. Motivation .. Relax
.. Continuing work but sometime frorr .. Preparing new generations .. Continue with your dynamism ..Then we relax
..Working from home ..World-champion of the hearts ..Work hard .. Time to put my boots on the table once in a while
.. My office of the future .. New challenges ..Time for reflection
..Telecommuting FUTURESCOPE '.. Challenge ..Time for other things
.. Leverage technology for efficiency .. BIG TIME .. Challenges and time .. My workmates - grandchildren
..Flexibility ..xx in the role of her life .. Festive magic
.. Alternate travel ..Nothing is impossible \W0RK-UFE BALANCE
..Free time 20 hrs .. Impossible (crossed over), just do it! .. Focus - work/flexibility/family \HEALTH, FITNESS AND WELL-BEING
.. Prospect .. Balance .. What 1 feel like and look like in the future
COLLABORATIVE CULTURE . With wings overthe water .. IBalance! .. Look good
..Team ..The newJoop .. Uving in balance, Life/Work Balance .. Forever young
..WE ..Next week in Focus .. Worklife balance .. Appear young; for me no question of age
.. Boss .. For talks at the highest levels .. More time forfamily .. 'Fit and healthy for you'
.. Environment .. Performance at top form .. More vacations and family time .. Fitness
.. Nice culture and environment .. No boundary .. Always - building bridges ..Stay fit
.. Nice working environment .. Innovation & Speed
\f in a n c e s
J.. Eating healthy
..Cordial environment .. Innovation j.. Healthy
..Vision .. Financial security .. Health
........... .. 'I've got to have you' .. Avoid unreliable pensions funds .. Health
..This company no. 1! .. Enjoying recognition .. Savings ill .. Healthy organism (or healthy organization?)
.. Celebrating our success .. Making a difference in life ..One of my 4 cars .. Mental fitness
.. Living in balance.. Healing and prevention of
.. Outperforming competitors .. Luxury psychosomatic illnesses
.. The game has not changed, but the
^PERCEPTION OF SELF .. New, rebalancing fragnance
..Subsidiary? .. Smarter-more experienced [leisure. ..... ......... ....... ....__________L . j.. Backpains
.. More serenity .. Music .. Dry skin, feeling of tightness in the skin
.. New Social Market Economy .. Serenity and efficiency .. Books ..The new spa trends
..Global warming .. Old, relaxed and still connected ..Colours ..Aroma-care forthe body and senses
..Complexity .. Being'Mega-clever'
.. But happy and with a lot of experience to
.. Cultural Exchange
..Medicine from China share .. Culture \LUCK AND HAPPINESS
..Wisdom .. Travel .. Luck
.. Survivor ..The sea ..+
..70 .. Friends .. Happiness 
.. Havingfun 
.. 'Have fun'
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CHAPTER 7 -  Appendix 7.19. 
Table: Collages 2007_ Emerging themes from images reflecting today’s perceived 
reality. Part A.
COLLAGES 2007 IMAGES OF TODAY EMERGING THEMES A  [
THE COMPANY CONTEXT, GROWTH COMPETITION, SPEED, MOTIVATION TIME
.. A  Football Club (111 years) .. Statistics .. W atch |
.. A  high o ffice  bu ild ing  w ith  a Euro-sign in .. Pass!ng th e  fin ish ing  line as f ir s t in a
.. A w atch i
fro n t com petition
. .A  build ing .. A  racing cyclist in m otion .. A w atch
.. A  'm ed ical-labo ra tory ' o ffice .. Form ula Ira c e -c a r ..S w a tc h e s
.. A  package o f m edication .. M en  chasing a ball .. A w atch
.. A  fe m a le  pharm acist
.. 2 team s playing beach-volleyb all against 
each o th e r
.. Tw o cyclists rid ing up a hill beh ind  each
.. A w atch
.. A long corridor o f books on shelves other; th e y  are in co m p e titio n  w ith  crowds 
cheering  around th e m
.. A w atch (w hich  is ad d itio n a lly  circled)
. .A  m ale in a  b u s in es s -s u itg o in g u p an .. 2 peo p le  hiking w ith  backpacks in th e
. .A  w atch
escalator m ountains
.. A fe m a le  w ith  a re p tile  on h er o ffice -tab le . .A fe m a le  m odel
.. A  fe m a le  s itting  at an o ffice -d esk  drinking  
ju ice  o u t o f a b o ttle
.. M eal options
.. A figu re  w ith  red 'pain spots' in d iverse parts \W iRED 
o f th e  body I
FUTURE - ORIENTATION, DISCOVERY FIGHT, SURVIVAL, RESULTS .. A blackberry
.. A w om an w ith  a s izeable s ilverball in h er .. A sm a lle rfis h  sw im m in g  in to  th e  open .. A w om an hold ing a m o b ilep h o n e  against h er [
hand m outh  o f a larger one one ear and h er hand against th e  o th e r ea r j
.. A m onkey holding a tin y  bab y-m on key in its 
hands
.. Tw o larger fish w ith  th e ir  m ouths open  
a im ing a t a sm a lle rfis h  sw im m in g
.. 2m o b ile p h o n e s
.. Jacqueline and John F. Kennedy . .A  boxing fig h t .. M o b ile  phone
.. A car p ictured fro m  th e  back driv ing  in to  a 
curve
.. A pre-h istoric  m an sw aying his bat at  
an o th e r m an laying on th e  ground
. .A  m o b ilep h o n e
.. People  w alk ing  dow n a staircase .. Tw o fu lly  eq u ip p ed  m arin e-so ld iers .. P eople  and m o b ile  phones |
. .A  fire -e n g in e  n ex t to  a burning house . .A  laptop
.. A fe m a le  w ork ing  w ith  a lap top  j
CHALLENGE TEAM, SUPERVISOR j . .A  laptop
.. Sudoku
.. 2 individuals w earin g  fu ll-b o d y  pro tective . .A  fe m a le  lying on th e  flo o r on h e r stom ach
clothing and w ork ing  w ith  a laptop
.. A crossword puzzle
.. A m ale ice -skater ho ld ing a n o th e r m ale  ice- .. 2 m ales looking a t a com pu ter-screen in a
s k a te r in th e  air room
..A  brain ..A fo o tb a ll  p layer
.. A m ale s itting on a tab le  and looking a t a 
chalkboard fu ll o f m athem atica l form ulas
.. A te a m MEETINGS, ARGUMENTATIONS
.. A fo o tba ll gam e in m otion . .A  com bat so ld ie r w earin g  a h e lm e t
ORIENTATION .. 4  individuals en joy ing  a m eal .. A soccer-gam e in action w ith  m en  running
.. A  m irror .. 2 b ee r bo ttles . .A  m ale exp la in ing
.. A lam p
.. A m ale shouting /s ing ing in to  a m icrophone
and an o th e r m an perfo rm in g  a sal to
.. 4  individuals (colleagues?) standing in w h ite  
coats
. .A  grow ling  lion  
. .A  tig e r
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Table: Collages 2007_ Emerging themes from images reflecting today’s perceived
reality. Part B.
______________________COLLAGES 2007 _  IMAGES OF TODAY_ EMERGING THEMES _  B
TRAVEL C O P IN G
.. An a irp lane  
.. A car
.. A city w ith  m otorw ays  
.. A suitcase
.. A fe m a le  pulling  a tro lley-su itcase beh ind
.. A car 
.. A car
.. A city skyline
.. Som eone trave llin g  on a bus 
.. The globe
.. Cars
.. S a te llite  pro jection  
.. A tra ffic -ja m
W O R K -F A M IL Y  B A L A N C IN G  ___
.. Children running across th e  fie ld  w ith  xneir
hands up in th e  air
.. The Simpson Fam ily on a high w ire
.. A package o f fro zen  fish -file ts
.. 3 school-children in m o tion  carrying th e ir  schoo!-
packs
.. A young girl resting in bed
.. Ursula von d e r Ley en (G erm an politic ian) w ith  
h er large fam ily
.. Tw o young girls ea ting  plum s fro m  a p la te  in a 
garden
.. Disco-action in m otion
.. P eo p le -like  figures stuck in a huge snow ball
ro lling  dow n a slope
.. A man in a tre ad m ill w earing  a suit
.. A w om an hold ing  a stack o f books above h er
head
.. The m ain actors o f 'desperate housew ives' in a 
line
.. A man try ing to  lit  up a grill and f ire m e n  running  
tow ards th e  sam e grill w ith  a fireh o se in th e ir  
hands
.. A fe m a le  on h er knees digging in to  a closet
.. A person carrying a high stack o f shoe boxes  
.. A m ale w ith  his head and t ie  hanging dow n  
.. A p o lice -o fficer ta lk ing  w ith  a m ale and a fe m a le ;  
2 cars are in th e  back o f th e m  - one o f th e  cars has 
reversed  so th a t it  is partia lly  on to p  o f th e  o th e r  
one
.. A fe m a le  and m ale ta lk ing  w ith  th e  m ale 's  head  
so m ew h at dow n
.. A m ale w earing  a suit, laying on th e  f lo o r on his 
stom ach; children pulling his t ie , s itting  on to p  o f 
him  and pulling  his legs
.. An ind ividual resting exhausted  in an arm chair 
.. A  stylish m ature lady w ith  grey hair sm iling  
so m ew h at fa tig ued
.. A fe m a le  in a quasi-sprinting  position
.. A co ffee -m ach in e
.. A package o f Lavazza C offee
 _____________
.. A  m ale w earing  a suit and hold ing  hands w ith  2 
fem ales ; one o f th e  w o m en  w ears a brides dress 
and th e  o th e r one w ears jeans  
„  A fam ous G erm an cook w ith  tw o  rows o f 
'standing' sw ord-fish  in th e  back
.. A running-shoe
.. A fe m a le  w ith  4sw im rin g s  around h er w ais t
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CHAPTER 7 -  Appendix 7.20.
Table: Collages 2007 Emerging themes from images reflecting tomorrow’s desired 
world of work. Part A.
COLLAGES 2007 _ IMAGES OF THE FUTURE _ EMERGING THEMES A.
IN N O V A T IO NTOP PERFORMANCE, IN  D E M A N D , RECOGNIZED
.. A TD racing car 
.. A ro bo t
.. A m ale w e a rin g  surgical lenses w ith  m icroscopic glasses 
a ttached
.. A m ale s itt in g  and e xp la in in g
.. A fe m a le  s itt in g  w e a rin g  a 'Boss' b e lt
.. Tw o m en f ir in g  guns at som eone on th e  ground
.. A m ale ru nn ing  in th e  m id d le  o f th e  road in a w h ite  coat
.. The face o f an e le p h a n t
.. A S a te llite  p ro jec tion ?
.. Bill C lin ton , B ill Gates, Richard Branson, A nge lina  Jo lie  and 
W arren B u ffe t f ly in g  as super-he roes in th e  a ir 
..T he  R o llingS to nes  p e rfo rm in g
.. K e ith  Richards p lay ing  the  g u ita r
,, A tr ib e  w ith  su rro u n d in g  Richard Branson
.. A m ale s tan d ing  in the  w a te r h o ld in g  his hands and a to rch
up fo r  v ic to ry  (survivalshow winner?)
.. A m ale w e a rin g  a s u it is w a lk in g  do w n the  sta irs w ith  
fem a les  on bo th  sides; th e  w o m e n  are w ea ring  b ik in i and 
c la p p in g th e irh a n d s
.. An e n th u s ia s t ic fe m a le  w ith  a b ig sm ile  on h e rfa ce
.. A fe m a le  v ie w in g  he r ow n p ro file  in  a m irro r 
.. A fe m a le  loo k in g  re laxed and se lf- co n fid e n t 
.. A m ale lo o k in g  up and h is t ie  s tand ing  up
CHALLENGE, M O T IV A T IO N
.. A group o f pe op le  in a circ le b e n d in g th e ir  heads dow n 
tow a rds  a cam era 
.. P eople w a lk in g  to w a rd s  a house 
.. A fe m a le  m ode l
.. A m ale sa iling  re la tiv e ly  rough w a te rs  
.. A f i l le d  in crossword puzzle 
.. Som eone cu tt in g  grass w ith  t in y  scissors
M E A N IN G FU L JOB, IM P A C T
.. A m ale w ith  a tro p h y  in his hand 
.. A shoe 
.. 2 babies
.. A m o to rb ike  rid in g  ahead o f a car
.. 3 d if fe re n t k inds o f V o lksw agen cars 
.. A m ale sa iling  in a 'f ly in g  jo lly -b o a t '
.. A m ale w e a rin g  a t ie  s tand ing  in f ro n t o f a c o lo u rfu l w a ll
W O R K IN G  ARRANG EM ENTS
.. M any peop le  (co lleagues?) s itt in g  a round a ta b le  w ith
papers, p la tes and glasses on it
.. 2 m ales p o in tin g  a t a lap top  screen (o ffice? )
.. A church to w e r  in a s e tt in g  w ith  su rro u n d in g  f ie ld s  and 
m oun ta ins
.. A m ale in a bus iness-su it and w ith  a brie fcase in  th e  f ie ld  
am ongst cows
.. A m ale w o rk in g  a t his desk 'a t hom e '
.. A man s itt in g  on a carpe t and 'do in g  p a p e r-w o rk '
.. A k itche n  w ith  a large w in d o w  o p e n in g  to w a rd s  th e  garden 
and w a te r (la ke /r ive r? )
.. A m a le s itt in g  on a sofa and read ing  a book
.. A v illage -co tta ge  
.. A fla ts c re e n
.. A fe m a le  and a m a le on a bed; th e  m ale is ta lk in g  on his 
m o b ile  phone and th e  fem a le  w a tch in g  
.. A bedroom
TEAM , COLLABORATIVE E N V IR O N M E N T
.. 2 Form ula 1 d rive rs
.. M any peop le  in a park p icn ic ing
INTER-GENERATIONAL COLLABORATION
.. A m a tu re  fe m a le  loo k in g  a t a paper w ith  a you ng  g irl 
.. An a rt mask
.. A m ale and a you n g e r boy sm ilin g  
DIVERSITY
.. A person w ith  co lo u rfu l ro lle rs  in he r ha ir 
C O M P A N Y  SUCCESS
.. A rno ld  S chwarzenegger h o ld in g  his th u m b  up fo r  v ic to ry  
.. A pharm acy
.. 2 m ales m o d e llin g  spo rs tw ear
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Table: Collages 2007_ Emerging themes from images reflecting tomorrow’s desired
world of work. Part B.
COLLAGES 2007 _ IMAGES OF THE FUTURE _ EMERGING THEMES B.
T IM E  TO  RELAX
.. A man sitting in the evening on the shore with a cup in 
his hand
.. 3 birds sitting on a branch
.. A frog resting on a banana
.. A pair of boots on a prepared table
.. Glas of beer
.. A beer
.. Pierre Brosnan resting on the ground and 'chillling' with a 
drink
T IM E
.. 4 watches 
.. A watch 
.. A watch
HEALTH, FITNESS, W ELL-B EIN G
.. A bag with medication 
.. A plate with pills on it 
.. Pills
.. A picture with a pharmacist servicing a female (crossed 
over)
.. A medical check-up
.. An older lady at a bus-stop doing a 'vertical split' against 
a pole while standing 
.. Afemale jumping up into the air 
.. A female smiling
.. A bottle of aroma-care for the body 
.. A doze of 'juvena skin-optimizer' -cream 
.. 'Fitness food'
.. An apple and an apple-juice 
.. A bundle of carrots
.. Someone enjoying a massage on the beach 
.. A woman lying on her stomach (in a spa?)
F U N , HAPPINESS , L IV IN G
.. A grey-haired male laughing 
..Afemale in a bikini-top laughing 
.. A mature male laughing 
.. People laughing in a rowing boat
L IV IN G  IN  B ALANCE
.. Dalai Lama 
.. Dalai Lama
.. Half Lotus pose (a common yoga posture)
.. A female in a yoga-meditation posture 
.. An Adidas jogging-shoe
.. A show-girl holding a 'Mega-clever'-sign in her hand
.. A female s itting w ith  her back towards the v iew er 
.. A 'Zen-like'patio
.. A padded bench w ith  pillows in a garden 
.. A young girl s itting on the beach 
.. A female
P A R TN E R S H IP
.. A couple resting on a swim-matress in the pool 
.. Elderly couple s itting on a bench 
.. A couple kissing in a foamy bathtub
.. A couple waltzing
.. A male together w ith  'his fam ily '
.. A fem a le  and a male on a sailing boat
.. A female and male
.. Two hands holding on to each other
.. Two perfume bottles
.. A fem a le  and a male playing m in i-go lf
.. A female and male running hand in hand on the beach
.. A man holding a woman in his arms
F A M IL Y
.. The Simpson fam ily 
.. Children playing in water
.. Two young girls in a garden, eating plums from  a plate 
.. A woman sitting and holding tw o  children in her arms
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Table: Collages 2007_ Emerging themes from images reflecting today’s perceived
reality. Part C.
COLLAGES 2007 _ IMAGES OF THE FUTURE _ EMERGING THEMES C.
INTERESTS FINANCIAL REWARDS A N D  SECURITY
.. A male wearing an apron in a coffee/tea-showroom or cellar .. Coins
..A lighthouse .. Some Euro-bills€
.. Pictures of books
..Sun UUXURY, LO NG ING FOR
.. Berries in a bowl
.. A window open towards the sea .. A mature male laughing
.. A villa with a pool in the Toscana
.. A double-bed portrayed outside with an ocean in the back .. A hotel and property on the beach 
.. A country-home and money-bills
.. A bamboo-forest .. A large country-home
..A pyramide ..A  car
.. Men cycling .. A Volkswagen-beetle
..A  male herding caddie ..A  cabriole
.. Skiers resting on snow with their backs against their skis .. A couple i.e. young female and elderly male 
.. Champagne being poured into a glass
HELP A N D  SHARE j
.. Paula and Bill Gates holding babies
.. A nurse hanging up an infusion-bag \n ATURE, SOCIETY
.. A stack of Euros with an arrow pointing towards the nurse .. 2 children kneeling on desiccated land 
.. People riding camels in the desert 
.. A man portraying a storm/cyclone in the back 
.. A datanet with multiple connections
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CHAPTER 7 -  Appendix 7.21.
Figures: 30 Individual collages from Cohort_2006
CHAPTER 7 -  Appendix 7.22.
Figures: 25 Individual collages from Cohort_2007
